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This case study was designed to identify and to evaluate quantita-

tively some factors relating to employment of university employees

faculty and non-teaching professionals.

—both

It also provides quantitative

data regarding the attitudes university employees have about some critical
areas including the knowledge or awareness of personnel policy and practices,
the communication of the policies and practices by university administration,

and overall job aspects.

These data suggest that higher education governance

urgently requires new dimensions

— the

fair application of sound personnel

practices and programs to all employees, and most importantly to the

valued professional employee.
While higher education governance may agree in principle with the
value of effective, sound personnel practices, in practice, however, more
needs to be done to anticipate trends, help shape their course, factor
their implications into overall planning, and respond to the challenges

offered by aggressive government enforcement agencies and collective

bargaining units.
The hypothesis of this study suggests that there are significant

similarities of attitudes toward work situations, personnel problems, pay

incentives and other primary factors among professional employees of

institutions of higher education when compared with the attitudes of

professional employees of high technology companies in the private sector.
These similarities make feasible the application of personnel practices
or model programs developed by the private sector to the institution of

higher education and the public sector.
m<2Ay

It is concluded that there are

factors relating to employment which may provide a source of high

level satisfaction to professionals, providing that appropriate policies
and practices are implemented and communicated.

In addition, there is a

degree of similarity among various sub-groups concerning the importance
of some factors regarding pay, equal opportunity and self-development.
It was further concluded that there are significant differences between

the values of professional university employees and those of the private

sector in some areas of job aspects and personal choice.
The government agencies having civil rights enforcement powers,
forced
collective bargaining units, and some liberal organizations have
and to develop
the private sector to reassess their personnel systems

defiprograms to correct past patterns of discrimination and other

ciencies in their personnel systems.

Model programs and more equitable

university or college
policies and practices could be implemented by a
are similarly facing from
to meet the new challenges the universities

collective bargaining units and
the civil rights enforcement agencies,
other outside groups.

industry management
Both university administrators and private

personnel policy/practices.
have failed to communicate cognizant

Thus

"credibility gaps" tend to dilute the
the study concludes that so-called

effectiveness of relationships between professional employees and admi—

nistrations/management when the latter's basic honesty is questioned.
Moreover, it is recommended that every university and college have an

officer or administrator, well qualified in the field of employee
relations, reporting directly to the President.

This officer or

administrator should be assigned the responsibility and delegated
au-.iority to formulate faculty personnel policies and practices designed
to provide optimum satisfactions to professional employees.

Said policies

should then be recommended to the administrative body having the authority
to implement such policy.
It no longer makes sense for business management nor higher

education governance to ignore the serious impact of ineffective or
unequal application of personnel practices.

TABLE OF CONTENTS
Page

DEDICATION

.......

ACKNOWLEDGEMENTS
~

.

*

*

.

*

1ST OF FIGURES

viii

LIST OF TABLES

Chapter
I.

ABOUT THIS STUDY

i

Focus of the Study
Rationale
Statement of Need for Study
Objectives of the Study
Research Design
Significance of Study
Research Hypothesis
Assumptions and Limitations of the Study
Organization of the Study
II.

REVIEW OF RELATED LITERATURE AND BACKGROUND OF THE
STUDY

—

Overview Personnel Practices
Impact of Collective Bargaining
Factor of Tenure
Impact of Civil Rights Programs
Personnel Research: Needs and Findings
Implications for Personnel Professionals
Conclusions
III.

METHODOLOGY

4
5
6

10
12
12
14
14
15

17
17
19
25

30
34
44
47
48

Research Design
Population and Sample
Procedure
Rationale
Description of Variables
Testing of Significance

vi

48

51
55
56

58
58

Chapter
Page
IV.

PRESENTATION OF THE DATA

62

Personal Characteristics of the Professionals
Sex
Race
Academic Status
Age
Nature of Work
Survey Results
Summary of Findings
V.

INTERPRETATIONS, CONCLUSIONS, AND RECOMMENDATIONS

63
63
63
63
67
67
67

71
.

.

Data Interpretation
Management Administration Credibility
General Work Conditions
Pay Decisions
Equal Opportunity
Other Areas
Additional Interpretations
Conclusions
Recommendations

APPENDIXES
A.

EXCERPTS FROM POLICIES AND PROCEDURES RELATED TO PROFESSIONAL POSITIONS AND STAFF AT UNIVERSITY X

B.

EXCERPTS FROM EXEMPT (PROFESSIONAL) PERSONNEL POLICIES
AT COMPANY A

C.

SELECTED MODEL PROFESSIONAL PERSONNEL PROGRAMS FROM
COMPANY A

D.

SURVEY QUESTIONNAIRES FOR COMPANY A AND UNIVERSITY X

E.

EXCERPT FROM BALYEAT STUDY

BIBLIOGRAPHY

98
99

102
104
107

109

194

LIST OF FIGURES

F1 * Ure

Page

1.

Research Study Flow Chart

2.

Collective Bargaining in Higher Education:
Content

3.
4.

Diagram of Employee Needs:
Computing Guide:

^3

Contrast

Maintenance and Motivation

Chi Square for a 2 x

viii

2

Table

22

.

.

43
61

LIST OF TABLES

Computer Program for Calculating Chi-Square

52

2.

Computer Program Data Input

53

-*

Comparative Data of Participants by Sex

64

4.

Comparative Data by Race

65

5.

Comparative Data on Participants by College Degree

6

Age

68

Nature of Work

69

1.

.

7.

8-26.

Survey Responses:

66

Areas of Satisfaction/Dissatisfaction

Fair Treatment
Treatment on Job to Ensure Performance Quality
Relationships
Management Honesty
Opinion Solicitation
Problem/Complaint Discussion
Managerial Performance
Minority (Equal Employment Opportunity) Efforts
Benefits
Job Security
Reductions in Force
Skill Utilization
Overall Satisfaction
Personal Accomplishment
Equitable Promotion
Quits Due to Dissatisfaction
Pay
Pay Comparison
Fairness of Salary Decisions
.

.

......

.

....

.

27.

Awareness of Policies/Practices

28.

Adequate Communication of Policies /Practices

29.

Rating of Job Aspects

ix

72
73
74
75
76
77
78
79
80
81
82
83
84

85
86
87

88
89
90

CHAPTER

I

ABOUT THIS STUDY
The development of much of society's new knowledge and basic
research has been the major contribution of higher education in the
past; predictably, higher education will ultimately play a dynamic

role in shaping and changing society in the future.

The future of our

country is dependent as never before upon the brainpower of its people;

upon theit ability to create, to understand, to discern problems and
issues and to make wise decisions and arrive at sound solutions to those

problems and issues.

The administrators and faculties of our universities

are charged with the responsibility of motivating, developing, and training
this brainpower potential to its fullest capacity.

Hie rapidly emerging

human and educational problems accompanying this responsibility have
resulted in a crucial staffing situation.

That is, our educational in-

stitutions can no longer afford the luxury of personnel policies and

practices which may detract from the efficiency and effectiveness of
their mission to educate the future leadership of the nation.

Neither

can higher education afford to maintain policies and practices which
do not provide optimum motivation for graduate students to enter the

teaching profession nor those which detract from their competitive

position in the acquisition of new faculty or the retention of those
qualified members already comprising their faculties (8, p. 3).

Narrowly conceived and/or too long neglected personnel practices

2

and policies for professional,
supervisory and management personnel

contribute to this staffing crisis through
the inhibition of the individual’s satisfaction together with
dissatisfaction of the professional
subculture.

When education’s personnel systems are
carefully evaluated,

the lack of sound practices, the knowledge
barriers, gaps between

governance’s intention and result, and the "band
aid" approach or
sh:

t

term expediency are glaringly apparent.

As a result, the governance

of higher education has more and more "people"
challenges to face.

Higher education governance, particularly over the past
decade,
has been subject to a number of attacks both from within
the structure
and outside it.

These attacks reflect the pressures of conflict and

change now affecting academic life, because both conflict and change

make the processes of decision-making more challenging to those who

participate in, or are substantially affected by higher education.
In addition to the internal attacks, external pressures to

change personnel policies, tenure policies, recruiting policies and

collective bargaining agreements have been exerted by local, state and
federal governance agencies.

To be more specific

—

new pressures are

being felt on campuses across the country to increase the recruitment,
retention, and promotion of minority persons and women.

State and

federal governments are requiring detailed records of employment data on
the race and sex of personnel to monitor the sought after increments
of protected classes employment.

Employees are pressing management for

wage and salary increases, for "fringe" benefits, and for the establishment of personnel policies incorporating developments in recent civil

liberties or civil rights legislation.

According to one source, "the

3

labor market situation in the last two years
has highly influenced the

personnel picture on campus.

Traditionally academic personnel practices

have been shaken by recent court decisions
(49)
If it is to remain a viable and valuable
institution, higher

education must develop approaches to meet these issues.

And, if newly

developed approaches are to be successfully applied, they
must simultaneously satisfy the needs and values of professional employees
and
the various government requirements, while meeting the
organizational
goals and objectives of higher education.
To enhance optimum development of these new approaches, infor-

mation is needed to:

(1)

improve understanding of the nature and scope

of human resource expenditures and how personnel functions should be

administered, and (2) overhaul the approach to communication among

administrators, communication between higher education's governance
and professional employees, and between higher education organization
as a whole and outside agencies.

At the outset, some of the key ques-

tions to be examined are:

What do professional employees "need"?
What are their "values"?
How do needs and values relate to the "professional work ethic"?
What is the proper response to outside pressures from government
and unions?
Some additional issues of human resource administration,

including facets of tenure, collective bargaining, hiring, recruitment, placement and compliance, are near a crisis state with higher

education governance today.
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Focus of the Study
As the extensive literature search summarized
in Chapter II

shows, similar crises have surfaced in the private
sector.

Moreover,

the managers of industry and business (private
sector management)

concerned with human resources administration have been
dealing with
these and many other personnel issues over time.

Available evidence

indicates that business and industrial leaders are much more
cognizant
of the influence and extreme importance of these extraneous human

factors than are those persons who have the authority and responsibility
of formulating and implementing comparable policies and practices in

our institutions of higher learning.

For example, in most major companies, the typical organizational

pattern includes an executive, highly trained and competent in the human
relations field, titled Vice President of Personnel, who exerts great

influence over the employee relations policies and practices in the organization.

A decade ago this individual was normally relegated to

staff capacity with advisory functions only.

a

Today he is typically a

member of an executive board with vested authority equivalent to that
of line executives.

One study notes that "few, if any, university

or college administrative bodies include a similarly qualified officer

titled Vice President of Faculty Relations

(8,

p.

4)," who has equi-

valent power, skill and experience.
An analysis indicates the striking similarity between the

challenges and issues raised in the management of human resources
in both higher education and the private sector.

Therefore, this

study will attempt to identify some approaches that might be borrowed
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from the private sector to assist
higher education’s governance in

meeting some of the concerns within human
resource administration.

An example of this similarity follows:

Title VII of the Civil

Rights Act of 1964 (as amended by the Equal
Employment Act of 1972) and

Executive Order 11246 brought new requirements
to the governance of

higher education for the development and/or
implementation of personnel
policies in higher education; moreover, the office of
Civil Rights,
U.

S.

Department of Health, Education and Welfare have issued
specific

guidelines; failure to comply carries the threat of cancellation
of govern-

ment contracts and/or grants.

Key to this research is the fact that

the private sector has been subjected to Title VII of the Civil
Rights
Act of 1964 from 1964 to the present and has been forced to examine

employee attitudes and perceptions regarding:

Knowledge of existing policies
Adequacy of practices
Fairness in administration of policies and practices and overall
job satisfaction.
This examination has resulted in many model personnel programs
and practices developed by the private sector to meet the thrust of

Title VII.

Moreover, some of these personnel practices/programs are

cited and elements of those model practices/programs systems can be

examined for transferability and applicability to higher education's

professional personnel practices/programs system (46,

p.

16).

Rationale

Many studies of personnel practices, benefits, job satisfaction

have similar concepts.

Balyeat states:
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The numerous studies of factors relating
to job satisfaction
whicn have been conducted have two things
in common:
(1)

They relate primarily to jobs in business
and industry.

(2)

They consider the influence of various job
satisfaction on
productivity. This study differs from the above in
two
respects.
In the first place it related to university
and
college faculty in an educational environment.
It also
seeks to identify and evaluate motivational factors
as an
influence upon a staff member's propensity to continue his
current position or to seek a change to some other employment
environment rather than to motivational factors as they
influence an employee's productivity in a given environment
,

(8,

p.

10).

Statement of the Need for this Study

With today's emphasis on civil rights legislation for equal
opportunity, there is a necessity to recognize its impact on all levels
of the nation's workforce

—

public and private; professional and non-

professional; young and old; male and female; minority and majority.

Much of the work and/or progress in providing equal opportunity
at this time has been in the private sector for professional and non-

professional entry-level workers; however, there is a definite need to
look at how this civil rights legislation has affected higher education's

administration of personnel policies toward minorities and women, in
addition to what has happened to management's implementation of personnel
practices toward minorities and women within the private sector.

Between one-third and one-half of the personnel relations problems do not relate to color or sex.

Rather, they most frequently have

to do with the present lack of perfection of the personnel systems

involved, and all the interrelationships between the different parts
of the systems.

Nevertheless, improvement or correction of the basic
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system problems will help all professional
exempt employees, white,
black, and all minorities as well as
improving the operation of a

university (28).
Lack of appropriate personnel systems or
faulty implementation
of existing personnel policies and
practices impact on black and other

minority employees with far greater intensity
than on white employees.
Th

~

»

lf hl 8her education’s governance is going
to fulfill the require-

ments to greatly accelerate the recruiting, development,
and upgrading
of women and minorities,

it must greatly improve the existing personnel

systems and their implementation throughout the university
sector or
suggest alternative personnel systems.

Recent input from many other institutions confirms widespread
use of irrelevant criteria including hiring, selection, promotion, and

retention throughout both the professional and non-professional personnel
systems.

Factors such as personal appearance, work experience, work

record, education, employment tests, reference checks, and medical back-

ground, are applied in such a way as to screen out candidates who may be

otherwise qualified to meet the job specifications or professional position
guides.

This application of criteria in such an unsystemmatic , random,

and non-job-related manner mitigates against efficiency and relevance
in all hiring, but as in other personnel practices, is far more detrimental
to minority and candidates than whites, and/or to women than men.

Analysis indicates that although many non-minority/male employees
may endorse the concept of non-discrimination, a substantial number have

stated that "too much is being done" for minorities, or that the present
level of affirmative action efforts "is about right."

There seems to
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be a willingness on the part of many
managers and adminietrators to

accept this as not surprising, to be
expected, and tolerated at a

certain level.
Therefore, this study will assist higher
education's governance

m

understanding the problems and personnel systems
operative in the

private sectors

,

and the relationship of these problems as
they impact

on the proper administration of professional
personnel systems in higher

educat ion.
The need for a total systems approach was cited by Owen
R.

Houghton.

The 'comprehensive doctrine' has stimulated this author to a
consideration of a total systems approach to the problems of personnel
policies and practices. The many changes in higher education in
recent years are now most apparent in the area of personnel policies
and practices.
Of the three basic management functions
planning,
budget, and personnel function has been the slowest to adapt to the
process of rapid change. Many trends now make it imperative that
colleges and universities give more attention to a comprehensive
personnel management program. Most college and university administrators realize that personnel management has entered a phase which
mandates a new approach to the administration of faculty, staff,
and student employees (49, p. 1).

—

Basically, this researcher agrees with Houghton's concept and

supports the need for the systems approach in reorganizing personnel

practices along more business-oriented lines.

Indeed, such careful

planning and measuring as are involved in human resource accounting are
slowly being accepted in many of our larger corporations and often large
public organizations.

Now, however, with an unmistakable prod from various

components of the governmental sector, personnel adminstrators and others

new to this realization will have to bring this functional area into line
with its more advanced business counterparts.

The result will be not

9

only the significant benefit of
meeting compliance standards, but
also

improved manageability, efficiency,
economy, and effectiveness.

It is

interesting to note that this is an ancillary
effect of civil rights
laws on higher education in the area
of personnel policies.

It is hoped

that this study will assist higher
education's governance and admini-

stration to have a better understanding of
how higher education's counterparts in the private sector view the civil
rights laws effect on per-

sonnel systems, and the resultant impact on
exemp t/ prof ess ional employees.
This study will identify other dimensions of
professional em-

ployees personnel practices as impacted by collective
bargaining units.

The unions have quickly recognized that the economic factor,
in addition
to direct salary , involves personnel policies and practices
relating

to various financial fringe benefits as well as those relating to

advancement and security.

From a competitive viewpoint, the base salary

is not the determinative economic factor, but also includes the immediate

and future human satisfactions which may be fulfilled with the paycheck
(8,

p.

5). Attitudes are changing

—

belonging to a union is not "an

unthinkable" to professional people as it once was.
professionals in the U.
the past several years.

S.

have formed collective bargaining groups in

These include nurses, dentists, attorneys,

engineers, and teachers, among others.
on the increase.

Growing numbers of

This shift in attitudes has been

Early on, the professional population seemed to be

mainly concerned about maintaining professional standards and ethics.
Now, according to recent national surveys, the data show the concerns

for increased job satisfaction, more recognition for years of study, and

more control over career destinies (75).

It should be noted, however,
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that this attitude shift is not
uniform on a national scale.

It is

higher among teachers, professors,
technical people in aerospace and
government jobs, for the most part, and
lower in some consumer product
related industries.

As a result, organized labor is
showing a fresh

interest in professional people.
and staff for this purpose (78).
wi"

v

The AFL-CIO has expanded its budget
As attitudes of professionals nation-

are cha nging, professional associations
are dealing more with work-

related matters, and unions see an opportunity
to grow their market share.
As best anyone can forecast, it won't be a
sudden, massive,

precipitous action.

Rather, it will be a continuing effort.

In the past,

the professional work force has been concerned
about professional

standards and ethics, but today they are more concerned about
career

development, performance appraisals, promotions, layoff procedures,

communication, complaints and redress of inequities, application of all

personnel practices.

Intensive research must be done in these areas

to clarify approaches, and to develop model programs and newer personnel

systems to meet the needs of the ever-changing professional work force

along with new government civil rights enforcement agency requirements.

Objectives of this Study
In summary, the primary objectives of this study are two-fold.

First, to provide the writer with an assessment of professional employees

perceptions regarding knowledge of existing personnel policies

,

adequacy

of practices, fairness in administration of policies/practices, and overall

job satisfaction; secondly, to conduct a review of Company A’s model

programs with emphasis on professional personnel practices and suggest
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some of these for possible
application in higher education
professional
personnel systems.
(See Appendix
C)

This study provides private sector
model programs which might

assist higher education’s governance
in meeting the key issues in
its

professional personnel practices as impacted
by unions, and the government’s civil rights agencies.
In addition, this research fulfills
the following sub-objectives
to:
1*

* rovide an ’’overview" review of the
history and genesis of pro-

fessional personnel practices shall be conducted.

2.

Review of the impact of governmental civil rights
regulatory
agencies shall be documented in addition to the effects
of
collective bargaining units (unions) on professional
personnel
practices

3.

Administer Likert-type, 70 question attitude survey of a random number of professional employees within higher education
and
the private sector , to solicit attitudes based on various
aspects
of their employment.

4.

Analyze and correlate the data from the Likert-type attitude
survey for both case units. Trends and common opinions will be
cited with inferences on key issues.

5.

Analyze model professional personnel practices/programs which have
been designed by the private sector unit as a result of key external
pressures (government, unions, minority coalitions, other civil
rights groups), for transferability of concepts to higher education.

6.

Through analysis and synthesis of the findings revealed by approaching the overall objective, and sub-objectives 1 through 5,
conclusions are drawn as to the feasibility of using concepts
from the personnel practices/programs developed for private sector professionals to assist higher education in developing professional personnel practices.

7.

Make recommendations for implementation by using the conclusions
drawn from the study, recommendations are made for implementation
by higher education’s governance and implications for future
study

12

Research Design

The steps in the research process are shown
in the research
study flow chart

—

Figure

1.

A Case Study Method is used to review

intensively the background, current status and
environment interactions
of the private sector case unit and the
higher education case unit.

Personnel practices/programs system data and information
will include
the current personnel systems of both units.

Collective bargaining

agreements are examined for both units, as well as directives
and
actions by governmental civil rights regulatory agencies.

A questionnaire

is used to gather data from a random sample

of professional employees of both the private sector and higher education's

case units.

A "Likert" type question survey was designed to elicit

responses which reflect professional attitudes about their employment
and serves as a basis for comparison of the two case units

—

private

sector and higher education.

The population surveyed includes a random sample of non-teaching
and faculty professionals of the higher education unit and a random sample
of professional employees (individual contributors and managers) of the

private sector unit.

The higher education unit (University X) and the

private sector unit (Company A) are fully described in Chapter

3.

Significance of the Study
It is believed that the significance (results)

of this study will

have a valuable impact on higher education administrators by giving them
a better understanding of the needs of higher education's professional

employees

—

faculty and non-teaching.

Moreover, the findings of
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FIGURE

1

RESEARCH STUDY FLOW CHART
Impact of external
agencies on private
sector, personnel
practices , govern—
ment/unions, others.

Genesis of personnel
practices for
professionals.

n!
Survey of private sector
professional practices.
Unit of study. (CA)*

tices.

(CA)

/

3:
Survey of higher education,
professional practices.
Unit of study. (UX)**

Analysis and comparison of similar
practices

£
Attitude survey of
private sector, professional personnel
on selected prac-

Impact of external
agencies on higher
education, personnel
practices, government/
unions, others.

>

Set hypotheses

—

f

*

Correlation
of data on

<

—

V

Attitude survey of
higher education personnel on selected
practices

.attitude surveys.
s

Analyze data for common
practices and resulting
key issues. (CA)-(UX)

Analyzes selected
existing professional personnel
model programs/practices designed as
result of private
sector experiences.
(CA)

= Company A
*(CA)
=
**(UX)
University X

Perform analysis for
concepts within selected
private sector model programs for applicability
to higher education.

Conclusions
recommendations for
higher education.
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this study could provide
higher education administration
with a

better understanding of the total
impact of the 1964 Civil Rights
Act
as amended in 1972 on the
governance
of its institutions.

In addition,
this study could bring to higher
education administration a broader
range of experiences from private
sector personnel systems that
resulted
from their regulation by government
since 1964.

Research Hypothesis

Based upon the problem, questions and the
theory stated
in this shady, the writer sets forth
this research hypothesis:

the

research hypothesis of this study holds that
there are significant

similarities of attitudes toward work situations,
personnel problems,
pay, incentives, and other primary factors
among professional employees
in institutions of higher education and
professional employees in

high technology companies on the private sector.

These similarities

make feasible the application of personnel practices and model
programs

developed by the private sector to the institution of higher education
in the public sector.

Assumptions and Limitations of the Study

The writer assumes the study conducted by Glen Bassett et al of
Company A (see Chapter III) and results thereof are valid and complete.
The writer reached this conclusion because Bassett et al subjected their

instrument to extensive testing for validity and reliability, and it
assumed that the study yielded valid data for this study.

is

It is further

assumed that the sampling procedure described in the Bassett study produced
data from a randomly selected sample population of Company A.

The writer
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further assumes that privacy
and confidentiality were
protected, that
this was conveyed to respondents
of Company A and thus their
responses
are true and candid.
This study has been concerned
only with information which is
available for investigation and would
assist in meeting study objectives.
It will be limited to the
time periods from 1940 to present
and any

generalizations made may be accordingly
limited.

The objectives of the

study are attitudinal and/or pragmatic
in nature and are not precise
and thus do not lend themselves to
precise measurements.

This study is

influenced by the fact that the investigator
has, for the past five
years, been associated in a professional
capacity in dealing with the
impact of civil rights legislation on
personnel practices affecting

minorities and women.

Furthermore, the writer is a member of a minority

group and thus may exhibit some bias.

In addition, this study is based

on the assumption that the private sector
has had longer experience in

responding to both external influences and change agents in
the area
of collective bargaining and equal opportunity.

Moreover, the private

sector has had greater opportunity to develop model programs in the area
of personnel practices to meet these external influences.

Finally, the

research instrument used for University X is identical to the Bassett
study instrument and is assumed to be reliable and valid.

Organization of the Study
In Chapter I of the study, the statement of the problem, the

need for the study, objectives, research design and delimitations are
developed.

Chapter II consists of

a

review of the latest research and
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literature.

Chapter III includes a description
of the case units

studied, the personnel surveyed,
the personnel systems review,
and
impact of government and
collective bargaining on these
personnel
systems.
Chapter III also describes the
instruments used, the data
collected and the statistical
analysis and trade-off procedures.

Chapter IV presents the data and
the analysis of the information
and
the data.
Chapter V includes the summary,
conclusions and recommendations
section.

.

The appendix and bibliography are
contained in the final

CHAPTER

II

REVIEW OF RELATED
LITERATURE AND BACKGROUND OF THE STUDY
Cnapter

^

I

of this dissertation described the design
and scope

the study and its limitations, and set forth
significance of the

research.

This chapter includes a review of the literature
on the

personnel practices and policies of higher education
and a discussion
of the impact of both unionization and the civil
rights movement on

those policies and practices

Overview

— Personnel

Practices

Management’s philosophy and attitudes toward employees in
general professional employees and bargaining units has changed

dramatically from the time of

F. W.

Taylor’s scientific management

approach to today’s emphasis on communications, personnel practices,
and the acceptance of collective bargaining (71, p. 5).

Taylor's

theories were based on the assumption that the goals and objectives of
the company and the employee were the same.

This concept of management

was based on efficiency, and introduced time and motion studies and

other performance standards.

The Taylor philosophy also included the

concept that the authority of the employer was supreme.

In summary,

given adequate financial incentive, the employee was expected to perform
to predetermined standards as established by management.

Following

F.

relations" movement.

W.

Taylor's management style, there came the "human

The emphasis of this concept was to create a work
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force with high morale, that is,
to create happy workers.

Moreover,
this represented an attempt to
break down the formal structures
that
are part of the bureaucratic
organizational models
It ls
( 71
5)
,

p

.

.

generally accepted that the Hawthorne
studies laid the groundwork for
the behavioral science movement in
industry. These studies influenced
the study of personnel practices,
personnel relations, and other areas

within the field of industrial psychology.

Although this contemporary

behavioral science movement is synonymous
with none of the previous philo
Sophies, it does, however, have related
basic concepts, including
a strong emphasis on relations
among people and informal communication,

among others.

These changes in personnel practices in the past
twenty-five
years were not the result of change in management and
administration's

approach to organizational and management concepts.

Rather the primary

pressures for change were external and included such factors as
labor
shortages, government intervention, and the increased strength of

collective bargaining units.
For example, government intervention was a major influence in

starting the trend toward "fringe benefits" as we know them today both
in higher education and the private sector for professional and all

other employees.

Before World War II, the typical worker received

money wages in payment for time worked or output produced, and this

constituted the whole of his remuneration.
a worker to receive only money wages.

Today it is unusual for

Augmenting his pay check are

"non-wage benefits, supplementary pay," or "fringe benefits," the latter

appellation having the widest usage (106,

p.

215).
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By 1965 at least three out
of four American workers
were
covered by a variety of health
and welfare plans; two
out of four were
covered by a pension plan.
Such extensive coverage stands
in sharp
contrast to the situation 25 years
earlier, when employee benefit
plans covered no more than about
one out of ten workers
(18, p. 37).
Indeed, employee benefits did
not become a truly mass
phenomenon
until long after they were first
created.
Pension and welfare plans

were known before the turn of the
century and yet by 1940 they had
never encompassed more than roughly
ten per cent of the workers.

In

1932, Murray Latimer published a massive
study of industrial pension

plans— evidence that there was

a good deal to

describe—but on the

evidence then available he concluded that
it was improbably "that the

voluntary pension system will ever offer
protection to more than a
minor fraction of all who work for wages and
salaries in the United
States

(

18 , p. 41)."

However, today approximately 50 per cent of all

workers are covered by pension plans.

Impact of Collective Bargaining

This transformation is attributable in large measure to col-

lective bargaining.

Admittedly, other factors have been at work, but

few will argue that pension and welfare plans could have been converted,

over essentially two decades, from "progressive practices" into "standard

practices

if there had been no pressure from labor unions.

The period

from 1945 to 1965 was one of virtually uninterrupted economic progress
and ability to pay was, of course, a fundamental factor.

The evidence

is clear that without the pressure of the unions, the expansion of

,
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employee benefits into practices
affecting the major portion of
American
workers would not have taken place
Q.8

,

p.

37).

Substantial increases in worker
participation in benefit plans
began with World War II, sparked by
several factors. To begin with,
economic activity and profits were
high, and tax rates on corporate
excess profits were likewise high.
c

This meant that a dollar spent on

-ployee benefits was "cheap,” because
it could be offset by what the

company would otherwise pay in taxes.

This was a time of the tight

labor market, and competition for available
workers was intense.

At

the same time, wage stabilization controls
imposed by the government

and backed with legal sanctions curbed the
use of direct wage and

salary increases as a means of attracting workers
or of satisfying

union demands.

Wage stabilization policy favored the establishment

of fringe benefits instead of pay increases, on the
basis that pension

plans were non-inf lationary because they deferred the payment of
income
and on the further basis (not so clear) that welfare plans represented
less in the way of immediate purchasing power.

(Here we touch on

another broad determinant in the growth of employee benefits

policy that looked favorably on it [18,

p.

— public

42]).

Personnel practices and/or benefits established by collective

bargaining agreements were not limited to the workers covered by such
agreements, and this became another factor in the expansion of benefits.

Because many large employers felt it necessary to provide similar benefits
for their unorganized employees as for those in bargaining units,

many white-collar and/or professional workers have become an indirect
"beneficiary" of blue-collar negotiations.

Furthermore, an unorganized
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employer may have found it desirable
or necessary to keep pace
with,
or in some cases, just ahead
of the benefits offered by
his unionized
competitors
The fact that a union establishes
a standard and that the

standard is bound to be pressed on
all or a large percentage of the

competing establishments is a powerful
factor in assuring the advance
of those standards since it reassures
each employer— to a

about his ability to compete

( 18

,

p

.

43).

degree—

This argument is but-

tressed by recent developments in and
the impact of unionization in
the educational sector.

Harold

I.

Goodwin and John

0.

a document, "Collective Bargaining
in Higher Education:

Andes prepared

Contract

Content - 1972," which reported data from a
wide range of sources and
101 contracts.

The Table of Contents of this report (Figure

2)

depicts

the wide range of personnel practices and policies
which are negotiated

under collective bargaining procedures
(40,

p.

A legitimate question at this juncture
ministration failed?

11).
is:

Has educational ad-

Why has there been such growth in teacher unions?

For insight we turn to Stephen Moser who stated:

"Significantly, in 1970

there were in excess of ten and one— half million state and local employees,

with one-third engaged in education (64).
demanding economic justice.

This large group is now

Teachers, on the average, receive less

than the average factory worker, according to the American Federation
of Teachers.

A loss of identity as a teacher,

is another area of concern.

a person to be respected,

Though the above arguments relate directly

to the public school teacher, and why he has taken an active interest
in unionism, similar conditions at the higher education level have

FIGURE

2

COLLECTIVE BARGAINING IN HIGHER EDUCATION:
CONTRACT CONTENT— 1972
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aroused college faculties.

Professors are now faced with loss
of

public respect, poor compensation,
legislative decrees regarding
teaching loads, and a threat to
the perquisites that have
characterized
a cademe ever since the founding
of Harvard
(71

,

p.

27 ).

In addition, Moser concluded
that three main areas were of

concern to professionals in higher
education.

Each of these fall within

the category of personnel policies
and practices.

These areas of

concern include union security, wage and
effort, and individual
security.

Union security encompasses the description
of the bargaining

units and the contract duration; wage and
effort includes salary scale
and workload provisions, and individual
security consists of academic

freedom, tenure, and grievance procedure
K.

P. Mortimer and G. G.

( 71

,

p.

61 ).

Lozier add that the recent advance of

collective bargaining into higher education is such that
many colleges
and universities may anticipate several changes of
potentially major

proportions in their decision-making patterns.

One feature of col-

lective bargaining is the discontent on the part of many faculties
to rely on informal or noncodified procedures in matters relevant
to the terms and conditions of their employment and to the provisions

for faculty participation in institutional decision making.

As a

result, collective bargaining portends to interject major changes in

faculty-administrative relations in higher education (57
Several trends appear on the horizon.

,

p.

1).

Bargaining units seem to

be developing a homogenization of regular faculty with part-time faculty
and nonprofessional non-teaching staff.

Collective negotiations are

leading to greater codification of faculty-administrative relations,
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especially through specified grievance
procedures and personnel
policies

(

57

,

p.

When the faculty, and/or non-teaching
pro-

30).

fessionals, and the administration
of institutions of higher learning,
find themselves engaged in collective
bargaining, they have many hard

decisions to make regarding the nature
of the bargaining issues
(31,
P.

35).

Donald H. Wollett asks the question:
quantified?

Should work load be

Numerical regulation for faculty members
appeals to per-

sons who do not understand colleges and
universities, who are interested
in economy and efficiency in planning
and operating academic programs,

and whose psyche finds comfort and security
in numbers.

The quan-

tification of work load affords a legitimate (if not a
compelling)
basis for ceasing to work without compensation during
vacations,

holidays, weekends, and after daily hours
(31,

p.

35).

Inflexible work rules have serious implications for management
and administration.

Slichter of Harvard has stated that collective

bargaining is a method of introducing civil rights into the working
environment; that is, of requiring that management be conducted by
rule rather than by arbitrary decision (36)
two areas of concern:

.

This principle creates

the importance of maintaining proper balance

between the freedom of the administration to manage and the protection
of employees from arbitrary administration; and the avoidance of rules

which become obsolete.
Other hard questions spring up:

should salary schedules and

other personnel policies be administered by applying objective criteria
rather than by judging merit (31, p. 36).

Should the faculty become
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involved in decisions relating
to recruiting, promoting,
granting
tenure, and awarding merit
increases? And, how should these
practxces be adapted to a collective
bargaining system?

Collective bargaining should be a
method of representative
government, predicated upon the principle
of majoritarianism, which
checks on the performance of managerial
functions, regardless of who

ma^es the decisions.

It can be argued that self-governance
should be

guaranteed in the collective bargaining
process and that decisions
by administrators should be subject
to review by an impartial arbitrator.

But whose decisions are better (71, p. 2)1

Factor of Tenure

Woven into the fabric of the collective bargaining
process,
and the equal opportunity issues which we shall deal
with later in
this chapter, is one key, personnel policy— tenure.

mental

Tenure is funda-

a bedrock policy with elements of other personnel practices

including selection, development and termination.
There are three major parts to a tenure system.

Tenure

assures academic freedom by faculty members from outside restraints
and pressures.

It also established a level of acceptance by one's

peers, and it provides job security (50, p. 195).

There are many current debates about academic tenure, old
arguments have been repeated, earlier arguments have been adapted
to new contexts, and new arguments have emerged from concerns not

central in earlier periods of crisis in the history of tenure (36,

The importance of tenure was highlighted by the National

p.

13).
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Education Association (NEA) before
the Commission on Academic
Tenure;
current practices relating to
higher education are inadequate,
ed virtually no employment
protection
e, and taere are neither
suostangoverning questions of
e.
NBA believes that this is grossly
it does a disservice to the
cause
••>e
suggest a major rethinking of
protections available to, the
The NEA also discussed the procedures
which they believe should

be available whenever a teacher is
threatened with employment termi-

nation and suggested a number of departures
from existing practices (85)
In addition, they suggested means by
which the status of the

tenured teacher can be better defined and
protected.

NEA also examined

the impact which the emerging phenomena of
collective bargaining and

employee representation associations should have upon
the procedures

governing employment termination (22,

p.

2).

Another view was expressed by the "Scranton Commission" which

recommended re-evaluation of tenure as practiced today.

This commission

on campus unrest was concerned about protection of practices that

might be unjust to students and other protected classes, including

minorities and women.

Moreover, although tenure is required to pro-

tect the academic freedom of senior faculty members and, in some cases,

non-teaching prof essionals

,

it grants relief from accountability that

would not be found in any other profession

(56

,

p.

vi)

.

In addition to other personnel policy questions, the report by

the Commission on Academic Tenure touches on the equal opportunities for

minorities and women to enter and advance in the academic profession.
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thereby frustrating institutional
purposes and national social
policy.
But just as this new argument
springs from a changed social
context, so the more traditional
criticisms of academic tenure have
acquired new significance or new
force as a result of the enormous
changes in American higher education
since World War II, and especially in the decade of the
1960’s, and a new urgency because of
the

outlook for higher education in the
1970's and 1980 's.

In the judgement

of this commission, the weaknesses
that have brought academic tenure

under needed scrutiny are not
imperfections in the concept itself but
serious deficiencies in its application
and administration-deficiencies

resulting in large measure from fundamental
changes in American education during the last two decades.

These deficiencies, they are con-

vinced, are remediable, by reform in institutional
policy and practice
and professional standards and priorities.

The need for better employment procedures, personnel
policies
and practices is highlighted in a federal case
against the University of

California at Davis brought by Assistant Professor Susan Regan
McKillop
who had been denied tenure (during

teaching in the Art department.

a

secret meeting) after seven years of

She charges a violation of Title VII

plus denial of due process and equal protection under the Constitution,

saying:

The due process charge means revamping the entire tenure system,
where the party concerned has no opportunity to speak in his or
her behalf.
If my contribution to the university and its students
had been fairly judged, I believe that I would be a tenured
member of the faculty today.
She claims the secrecy surrounding the tenure system is unconstitutional.
If the court agrees, presumably secret meetings to decide on promotions
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will also be affected by this
decision (104,
.

p.

2).

There is a crisis in higher education
today.

This new crisis

is "of the faculty and
non-teaching professionals" but not
by them.

This crisis has been caused in part
by stabilizing enrollments, in-

creasing scarcity of funds for higher
education from both public
and private sources, inflation, and
other problems.

Among the key issues of concern within
universities and colleges
are tenure, academic freedom, and unionism.

Philip G. Altbach con-

siders these areas the major points of the
crisis between the profes-

soriate and its critics.

As salaries have stopped increasing rapidly,

and as faculty participation in governance
has been eroded by both

administrators and zealous governing boards and legislatures,
the
question of unionism for professors has been increasingly
discussed.
The tenure issue is also a flashpoint of crisis.

Critics of the profes-

soriate have claimed that tenure is a protection for mediocrity,
a
sinecure, and in general, a detriment to a responsive university (54).

William R. Keast remarked that more than any other issue in
higher education, tenure, with its guarantee of lifetime contracts,
urgently needs re-evaluation (54).
The American Council on Education organized a special committee
on campus tensions.

The chairman, Sol M. Linowitz, concluded:

—

Tenure policies concerning a faculty member's right to hold his
academic appointment until retirement once competence has been
demonstrated (except when extreme malfeasance has been demonstrated
by due process) need to be appraised.
The justification for
tenure is the crucial protection it gives to academic freedom.
Professors who espouse unpopular views must be free from reprisal.
Tenure was not devised in the spirit of trade union systems to
guarantee job security. But it has come to serve this function
too, at a cost.
It sometimes has been a shield for indifference

—

and neglect of scholarly duties.
At a time when an increasing
number of teachers, especially in
community colleges and state
f<
'elective bargaining, the committee
recognizes that a challenge to the
recogni^s^Lrfch'n'
present concept of tenure is
ma t6
at tne issues inv °lved are
complex and difficult
to rl!
1
a’ that
u
resolve,
and
a satisfactory solution must
maintain effective safeguards for academic freedom.
Nonetheless, we urge the
American Association of University
Professors and the Association
of American Colleges ... to
re-examine existing policies
Standards for awarding tenure— a matter
of institutional autonomy—
need broadening to allow greater
consideration of teaching ability.
Scholarly communities must be protected
as effectively as tenure
now protects individual professors
(54)

«

Without arguing for or against the bargaining
concept, the
following statement suggests the need for close
examination of higher
education personnel policies and practices for
faculty and non-teaching

professionals and the level of communications of those
policies and

practices to the professional employees.

It is possible that collective

bargaining may modify the traditional link between academic
freedom and
tenure.

There is some debate about whether academic freedom ought to

be negotiable or whether it is a non-negotiable right

(

36

,

p.

120).

Another possibility is that, rather than eliminate tenure,

collective bargaining may extend its job security benefits to a wider

proportion of the faculty and to the non-teaching professional staff
who are members of the bargaining unit.

Indeed, it is hardly likely that

these staff members would be excluded.

Collective bargaining is by no means inevitable on any given
campus.

Most four-year institutions still have the opportunity to analyz

existing personnel policies and ascertain whether legitimate grievances
exist.

An institution can develop its own grievance and appeal pro-

cedures, make its personnel policies more equitable, and informally agree

about many issues short of the formal collective negotiations process.
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It becomes readily apparent
that the advent of collective

bargaining has demanded a far more
comprehensive approach to personnel
management in the higher education
sector. Recent developments in
the
rights movement, together with
equal employment opportunity
thrusts reinforce that demand.

Impact of Civil Rights Programs

The influence of the Office for Civil
Rights (OCR) of the

Department of Health, Education, and Welfare
(HEW) is described under
Executive Order 11246 (a summary of laws and
regulations affecting
personnel management within the public and
private sectors) as amended
by 11375.

All federal agencies are required to include
provisions

of non-discrimination based on race, color,
religion, sec, or national

origin as a condition of any contract between a
contractor or sub-

contractor and a federal agency.
Any organization, by virtue of its contract with the federal
government, is defined as a contractor under this Executive Order and
is subject to the rules and regulations promulgated thereunder.

Title

41 CFR 60-2 (Order #4) requires a federal contractor, within 120 days

from the commencement of a contract

...

to develop a written affirmative

action compliance program for each of its establishments.

In addition,

Title 41, in various subsections requires the affirmative action program to be based on substantive, in-depth analyses of all employment

practices and specifically sets out the parameters of such analyses.
Part of these analyses will include a copy of any personnel manual which
sets out formal or informal personnel practices (108)
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The OCR in HEW is responsible
for the enforcement-in
institutions of higher education-of
Executive Order 11246, as amended
by
Executive Order 11375, which
imposes equal employment
opportunity

requirements upon federal contractors
and upon construction contractors
on projects receiving federal
assistance from HEW.

Under Executive Order 11246, as
amended, in signing a government
cc'-ract or subcontract in excess
of $10,000 the contractor agrees
that it "will not discriminate
against any employee or applicant for

employment because of race, color, religion,
sex, or national origin,"
and that it "will take affirmative
action to ensure that applicants

are employed and that employees are
treated during employment" without

regard to these factors.

In the event of the contractor’s non-compliance

with the nondiscrimination clauses of the
contract, or with the rules
and regulations of the Secretary of Labor,
the contract may be cancelled,

terminated, or suspended in whole or in part, and the
contractor may
be declared ineligible for further government
contracts.

Part II of

the Executive Order sets forth other contractor obligations,
enforcement

procedures, and administrative responsibilities.

Part III describes the

equal opportunity obligations of applicants for federal assistance

involving construction

(108)

The equal employment opportunity obligations of federal con-

tractors apply to all employment by a contractor, and not solely to

employment associated with the receipt or use of federal funds.

However,

the specific obligations of non-discrimination and affirmative action

associated with the Executive Order apply and are enforceable by the OCR
only in the case of contracts, not grants

(108).
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With respect to personnel policies
and practices, an employer
must establish in reasonable
detail and make available upon
request
the standards and procedures
which govern all employment practices
in
the operation of each organizational
unit, including any tests in use

and the criteria by which qualifications
for appointment, retention,
or promotion are judged.

It should be determined whether
such stan-

dards and criteria are valid predictors
of job performance, including

whether they are relevant to the duties
of the particular position
in question.

This requirement should not ignore or
obviate the range

of permissible discretion which has
characterized employment judgements,

particularly in the academic area.

Where such discretion appears to

have operated by subjected to rigorous examination
and its discriminatory
effects eliminated.

There are real and proper limits on the extent to

which criteria for academic employment can be explicitly
articulated;
however, the absence of any articulation of such criteria provides

opportunities for arbitrary and discriminatory employment decisions (108).
The point is made in an address to the Southern College Place-

ment Association Conference on December 5, 1973, by General Counsel

Angelo A. Ladarola:

College placement offices have gotten into this issue because
employers, who are under Equal Employment Opportunity Commission
(EEOC)
mandated affirmative action programs and in other cases
employers who on their own feel that past discriminatory policies
may have resulted in a system of discrimination which requires them
to take something more than a neutral position regarding future
hiring, have come to the Council and, in some instances, the
college placement offices, with requests that qualified applicants
of a particular minority group or women be referred to them for
job interviews.
For example, an employer might request that a placement office provide it with a list of its women engineering students.
This would seem to be an effective means of assisting the employer
in erasing the abuses of past discriminatory practices.
Unfor-

—
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c
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James G. Bond, President of California
State University, Sacrament

offered this observation in commenting on
the judiciary attitude toward

practices within higher education;

Because of the lack of well-articulated personnel
policies, whenever we are taken to court, whenever we are
forced to defend our
own position, we tend to turn to the legal
profession to spell
out the parameters with regard to what we should
do.
And again they
rule on matters of law, but they don’t rule on the
desirability
of what represents good personnel practice within
the institutions.
Years ago, colleges and universities assumed that faculty
members
were ladies and gentlemen and they all shared the same value
system,
had the same level of understanding, and therefore, it was
possible
to operate out of a hip pocket on the personnel basis.
These days
are far benind us and we are faced now with the onset of increasing
legalism within the society and within our institutions also.
Good personnel practices systems now are becoming the order of the
day.
Our response, frequently, to the moral and legal demands for
affirmative action, is one that represents massive confusion on
the part of many presidents because we don’t have the personnel
practices systems that allow us to respond rationally (1)
Higher education can learn valuable lessons from the private
sector about personnel practices and policies and the systems reviews
by government civil rights enforcement agencies

.

According to a vice

president from a large industrial corporation:
Our experience in reviewing and assisting in the formulation and
implementation of a wide array of affirmative action programs leads
to the conclusion that the systems concept is the best approach to
meeting the thrust of the guidelines for the present, and will be
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James G. Bond, President of California
State University, Sacrament

offered this observation in commenting
on the judiciary attitude toward
practices within higher education:

Because of the lack of well-articulated
personnel policies, whenever we are taken to court, whenever we are
forced to defend our
own position, we tend to turn to the legal
profession to spell
out the parameters with regard to what we
should do. And again they
rule on matters of law, but they don’t rule on
the desirability
of what represents good personnel practice
within the institutions.
Years ago, colleges and universities assumed that
faculty members
were ladies and gentlemen and they all shared the same
value system,
had the same level of understanding, and therefore,
it was possible
to operate out ot a hip pocket on the personnel
basis. These days
are far behind us and we are faced now with the onset of
increasing
legalism within the society and within our institutions also.
Good personnel practices systems now are becoming the order of the
day.
Our response, frequently, to the moral and legal demands for
affirmative action, is one that represents massive confusion on
the part of many presidents because we don’t have the personnel
practices systems that allow us to respond rationally (1)

Higher education can learn valuable lessons from the private
sector about personnel practices and policies and the systems reviews
by government civil rights enforcement agencies.

According to a vice

president from a large industrial corporation:
Our experience in reviewing and assisting in the formulation and
implementation of a wide array of affirmative action programs leads
to the conclusion that the systems concept is the best approach to
meeting the thrust of the guidelines for the present, and will be
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the required approach to
equal employment problems in th* f *
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iS that lf ° ne regards the
government’s
policies IZTl'
f’
about equal?° employment
only as a threat and attempts shortrange appeasements, he will be running
for a long time and paying
~° ng run price
There is no question that developing
case law
i S creating a more stringent
set of rules than most observers origmaliy foresaw, so commitment to ad hoc solutions
to immediate
problems will leave the organization
ill-equipped to satisfy the
stipulations of developing government guidelines
(81).
*

.

None of this is meant to imply that if we
develop good personnel
procedures and practices for minorities and women,
that this, in and of
itself, will insure that we will have good viable
affirmative action

programs.

The issue, really, in terms of developing procedures
that

meet legal guidelines, is that, very frankly, frequently legal
maximums

represent moral minimums
is not enough.

.

Simply following the dictates of the law

It will be important for us to develop personnel pro-

cedures and policies that reflect the value systems that are inherent
in the higher educational process

Personnel Research:

(13,

p.

1).

Needs and Findings

Administrators and executives are usually quick to acknowledge
that the "people” part of business is difficult to handle.

Few dispute

the fact that the typical organization could do a better job in selecting

and retaining personnel and should make a greater effort to understand
its professional employees.

One might assume, therefore, that most

35

organizations collect and analyze
information about their
professional s
in order to improve selection,
decrease turnover, and increase
employ ee
satisfaction. However, such is not
the case.
Few organizations are
studying appraisal and development;
fewer still are conducting
research
on motivation
i)
( 15
p
,

.

Why does this situation exist?

According to William C. Bynam,

time and cost factors and poor
communication are major deterrents, but
the greatest detriment is lack of
understanding. Administrators have
an erroneous image of personnel
research; many are unaware of the need

for personnel research because their
organizations have no researchers

and no one helps to make them become aware.

In some organizations that

have personnel research units, the researchers
have failed to show
executives or administrators the value of completed
projects.

In

others there have been difficulties in selecting
projects to bridge
the gap between the needs felt by administration
and the knowledge and

techniques in which the researchers are skilled

(19)

This becomes significant when one considers that in recent years

research has played an increasingly important role in America’s private
sector.

Much of this country’s business success can be attributed to

resources provided for research.

billion spent for research by

U.

Yet, out of an estimated $16 to $18
S.

industry one year, only a small

sum was spent for research on one of its most important resources
personnel.

Nevertheless, some executives are fully aware of the need that
companies have for personnel research.

For example, the manager of

employee relations at International Harvester makes this point:
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A vice president at U.
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Plywood-Champion Papers, Inc, pointed

out that present conditions will
force companies to improve their
techniques
St0P
ng P ersonnel decisions off the top
hs a
u n manp ° wer
“sts and continuing manpower shortages
will
event
wtll eventually
force managers to grow more sophisticated
in the
US<! ’ 0r CheSe manasers wil1
be replaced by younger
wi’T
men who
have been trained in business schools
(81)
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In spite of the lack of personnel
research throughout the public

and private sectors, personnel administration
increasingly has been

recognized as an integral function of management.

This view of personnel

administration has developed from a recognition of
the true nature of
management.

In any organization, management's task is to
develop and

coordinate the willing efforts of employees in accomplishing
organizational
aims.

This is just as true in government agencies and the public
sector

as it is in the private sector.

ment

Even trade-union leaders have this "manage-

responsibility in relation to their national, regional, and local
personnel.

Broadly conceived, therefore, personnel administration

is simply an essential ingredient of good management, or a major part

of management is personnel administration

(50)

One basic premise that should underlie an organization's pro-

fessional relations philosophy is recognition of the individual worth
and human dignity of each employee.

This requires a system of management

and an organization that can insure that each business or functional

decision is made only after the
impact on people is carefully
weighed
and has itself become a
factor in the decision-making
process.

In large, widespread and/or
diverse organizations, it is not

sufficient simply to express good
intentions at the administrative
levels; the policies must be
translated into day-to-day actions
at
all locations.
In developing and utilizing
professional employees, each step

m

employment can make meaningful
contributions toward teamwork.

Recruitment, selection, induction, training,
appraisal, constructive
discipline, and job changes— each of these,
at various levels, plays an

important part in motivation and in the most
productive professional
personnel, the recruitment and selection
programs must be adapted
to those needs

( 15

,

p.

vi)

Another important way in which management and
administration can
encourage satisfying productive work relationships
is to develop a
sound pay plan.

In setting wages, administration and management can

benefit by the thinking and experience of union leaders; in
determining
salaries, management must consider the special needs of executive
and

professional personnel.
In recent years, management has assumed new responsibilities
for meeting employee needs through personnel services and benefit pro-

grams.

These are sometimes furnished jointly with government or union

collaboration; in total, a major contribution is being made toward
the security needs of the individual in our complex society.

However, questions such as the following must be considered in
planning and administering such programs:

What is the proper role of
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the employer in becoming so
involved with the off-the-job
problems
of the individual employee?

To what extent do employers
recognize

what the total effect and what the
total cost of these several
"fringebenefits may be (15, p. vi)?

Executives feel that the present government
thrust toward
equal employment opportunity will result
in increased expenses, decreased

productivity, lowered morale and employment
standards, and a general

decrease of control over their manpower resources.

Executives and

administrators generally understand that one of their
functions

is

maximizing the utilization, conservation, and development
of an organization's corporate assets; they are inclined to forget,
however,
that this responsibility includes the assets of people
as much as

those of money, equipment and good will.

It is an unfortunate fact

of life. that only when the organization is being threatened in
this

area does this responsibility get the attention it should have had
all along (81).

The manner in which personnel functions are carried out in

schools today fails to encourage outstanding performance from teachers.
In fact, they contribute to the development of a teacher-dominated

bureaucracy.

This unfortunate circumstance is a result of (1) unima-

ginative practices;

(2)

provincialism in the sense that school personnel

executives are estranged from the field of personnel administration in
general;

(3)

low status given to personnel functions in schools as

compared with general administration, finance, business and curriculum;
and (A) insufficient power and financial support given to personnel

functions (93, p. 108).
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Administrative effectiveness for school
executives is thoroughly
dependent upon enlightened personnel
policies and practices which have
Che potential to provide meaningful
satisfaction for school members and

stimulate extraordinary performance
on behalf of school goals.

Per-

sonnel functions are fundamental to
school success, for staff growth
and development and student growth
and development are interdependent
P

.

io8).
In recent years, companies have found
their personnel costs

nsxng and their personnel management activities
growing more difficult
because of labor shortages, turnover, government
regulations, and
numerous other factors.

As a result, they have been taking a sharper

look at the procedures and instruments they use
for selection, training,
and other personnel activities.

Some companies have gone beyond just

looking at their personnel problems and have conducted
personnel

research to answer questions about whom to employ, how to decrease
turnover, whom to train, how to increase job satisfaction, and so
forth.

Such research ranges from simple collection of descriptive data to

more complex basic behavioral science research, and the latter has been
found especially useful in its application.

This investigator believes that university and college adminis-

trations must follow this example if they are to understand and "deal

with" issues of collective bargaining, equal opportunity, tenure and
the related personnel policies.

According to the Carnegie Commission on

higher education:
The governance of higher education in the United States is currently
more subject to challenge than it has been in most earlier historical
periods.
It has been subject, particularly over the past decade,
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o a number of internal and
external attacks and collisions.

This
evelopment reflects the pressures of
conflict and change now
affecting academic life, because both
conflict and change make
the processes decision-making more
important to those who participate m, or are substantially affected
by, higher education.
Centra], issues have been raised.
Basic principles are at stake
v42

»
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Careful analysis, particularly by faculty
members, of the

professional implications of formal collective
bargaining, and of the
comparative values of alternative patterns of
governance, is essential,
along with better adaptation of tenure practices
to the current realities
of academic life.

By 1985, we are likely to have eighty per cent
of

full-time faculty members with tenure, if current trends
continue, and
over ninety per cent with tenure in 1990
(42, p. 9).

Policies on promotion and tenure are more of an issue both as
the rate of growth of higher education slows down, thus making fewer

opportunities available, and as women and members of minority groups
compete more actively for the available opportunities (42,

p.

3).

An important additional responsibility of higher education's

administrators has been brought about by a change in Civil Rights legislation in 1972.

Title VII of the Civil Rights Act prohibits discrimi-

nation in employment on the basis of race, color, religion, national
origin, or sex.

All institutions with fifteen or more employees

— including

state and local governments, school systems, and labor organizations
are covered under the amended act.

The specific conditions of employ-

ment covered by Title VII includes:

Recruitment, selection, assignment and transfer, layoff, discharge,
and recall.
Opportunities for promotion.
In-service training opportunities.
Wages and salaries.
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Sick leave time and pay.
Vacation time and pay.
Overtime work and pay.
0S P ital > life - and
Ritirf: ^ plans and benefits.accident insurance.
Retirement
Other staff benefits (108).

After nearly a decade of
confusion and misunderstanding,
the
meaning of Federal laws and
regulations requiring
non-discrimination
in employment is becoming
much clearer as a result of
a growing body
of Federal court decisions.
What is required for substantive
compliance with the law is substantial
change in the traditional approach
to personnel management.
The courts are saying that
non-discrimination
In employment is the law.

This turns out to mean far more
than avoiding

overt discrimination against
specific individuals, or even the
impartial

application of existing policies and
procedures to all the various
classes protected by law.

Rather, the courts are saying that it
is the

results of an employer's actions, and
not his intentions, that determine

whether he is discriminating.

Thus, it is illegal to continue policies,

standards, or practices that operate to produce
a disparate impact on
the employment status or opportunities
of minorities, women, or any other

class protected by law (108, p. iii)

The world around higher education is changing.

The needs, wants,

and desires of professionals (and people in general)
are moving in new

and complicated directions, and higher education can learn
from ex-

perience in the private sector how to meet the challenge of these personnel policy issues.
What motivates persons to work effectively?

A challenging job

which allows a feeling of achievement, responsibility, growth, advance-
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persons?
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earned recognition.

What dissatisfies

Is it mostly factors
which are peripheral to the

job-work

rules, lighting, coffee breaks,
titles, seniority rights,
wages, fringe
benefits, and the like? When
do persons become dissatisfied?
Is it

when opportunities for meaningful
achievement are eliminated and they
ecome sensitized to their
environment and begin to find fault?
These
and other interesting conclusions
were drawn from a six-year study
of motivation research
conducted at Texas Instruments, Inc
<58, p.

i)

.

The rapidly changing environment
no longer affords time for
the administrator to develop
competence through an extended trial-and-

error apprenticeship.

Furthermore, in view of today’s modern
orientation

to higher education, she/he is
often selected because of her/his pro-

fessional competence in a specific discipline.

This only increases

her/his need for a simple and practical theory
of personnel admini-

stration that will accelerate the acquisition
of administrative knowhow.

The concept of maintenance (Figure
3) and motivation is not

strange or abstract, but is clearly part of the
experience and repertoire
of most administrators

(65,

p.

15).

Naturally, to become fully effective,

motivation-maintenance theory must find expression in the day-to-day
behavior and decisions of administrators.
is reflected in performance,

quality education.

The quality of administration

attendance, morale, and ultimately in

However, these factors seldom lend themselves to

timely or accurate measurement.

Since employee attitudes are measurable

predictors of behavior, a formalized attitude measurement program can
be designed around the motivation-maintenance theory.

By this means,
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effectiveness in each of the six maintenance
and the four motivationneed areas can be appraised. A deficiency
in one of these need areas,
such as security or orientation, signals
a need for reinforcing efforts
in that area.

Model programs can then be developed as
practical

examples of the theory (65, p. 16).

Implications for Personnel Professionals
In the final analysis, the workability
of a theory of management

depends on its integration into the total
administrative process.
Further, motivation-maintenance theory, like any
theory of management,
is at the mercy of its practitioners and will
remain intact and find

effective utilization only to the extent that it serves as a
mechanism
for harnessing constructive motives (65, p. 16).

To bolster the development of a survey for new insights to face

the challenges of personnel issues, university personnel professionals'

methods should take advantage of other research.
All sectors

— the

public sector, the private sector, Congress,

students, professional societies

— are

concerned that some of the new

approaches to personnel policies (tenure, equal opportunity, collective
bargaining) will affect the quality of education of the students
and of the faculty.

Clare W. Graves suggests four views:

administration;

(3)

behavioral science; and

(1)

(4)

Organization; (2)

organizational psychology.

From the organizational viewpoint, the problem of deteriorating standards
occurs when professionals at work are not meeting the organizational

standards for quantity and quality of performance.

The task of the
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organization is to find ways to achieve
the necessary productive output.
This is a task which falls into
the hands of the decision-maker,
or in this case, higher education's
administrators (65, p. 29).

To the decision-maker, the problem
of deteriorating profes-

sional standards has implications for
two of his functions:

(1)

formu-

lating new alternatives when there is
a major change in the educational
environment, and (2) choosing from the
alternatives formulated which
one or more would be best to follow.

Both of these tasks are difficult.

New alternatives are hard to formulate
because of the confusing and
contradictory information about the professional
woman/man; and choice
is difficult because it cannot be made on
the basis of carefully weighed

and substantive information.

Therefore, the administrator simply cannot

perform these functions in an ideal manner.

He has to rely too much

on preconception, not enough on knowledge
(65, p. 30).
W^i-ting from a behavioral science point of view, Douglas McGregor

has suggested that deteriorating performance standards result when

people react to work control systems "with indolence, passivity, un-

willingness to accept responsibility, resistance to change, willingness
to follow the demagogue, unreasonable demands for economic benefits."

He calls deterioration a phenomenon which arises when people at work
fight managerial control systems

— control

systems which deprive them

of the "opportunities to satisfy at work the needs which are now im-

portant to them (66)."

McGregor's words tell much about the problem.

However, people

change their needs, and at that point, administrators must have flexible
systems that react to these new needs, that is, the changes.

From the
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perspective of organizational
psychology, deteriorating
perforate
standards are a complex of
interactions among the
administrators, the
administrative systems used to
bring about desired production,
and
the producer (the
professional)
To have good performance
and policy standards, in
this view,

one must have a fit between
these three influences.
f

*

Otherwise, satis-

tory in-roads will not be
made into the problem of
deteriorating

performance standards.
t

r

To achieve this fit, one must:

1CS ° f

reS6arCh ° n the nature

°£
how the lnff ° matl0n relates Co
deteriorating performance
standards;

U°"

learn how to use this new
information with respect to deteriorating
performance standards (66).

John D. Millet scopes the problem
of higher education and effective personnel administration by
recommending:

A comprehensive personnel management program
will include policies
and procedures

involving a number of important aspects. A
total
systems approach incorporating a table of
organization, with job
descriptions and job classifications, and
procedures for training
and development must be devised in such
a way that the entire
enterprise is well organized, but not inflexible.
Set standards
in wage and salary management, recruitment
and placement, work
supervision and evaluation, promotion, tenure and
separation,
fringe benefits, and safety and health will preclude
many traditional problems. Finally, grievance procedures,
retirement
and collective bargaining are current issues
requiring careful
attention (1, p. 5).
He cautions that a serious breakdown in personnel management
is evidenced by failures in communications;

failures in making personnel

management policies reasonable and understandable to all individuals
comprising the work force of the enterprise.

Personnel administration

should have and should have need of no secrets (1, p. 5).

Millet goes on to state:
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Conclusions

The writer has concluded from his
review of the literature, that

more attention must be given to the
attitudes of professional employees
both teaching and non-teaching on the
university and college campuses.
In addition, the writer has concluded
that insufficient research is

being carried out about professional personnel
practices at the university or college level.

Also, there is a scarcity of knowledge
about

concepts of educational professional personnel
policies and practices.

CHAPTER

HI

METHODOLOGY

Research Design
Because of the wide divergence of
opinion about the attitudes
of professional/exempt employees,
greater understanding of those

attitudes is required if educational
governance and management in the
private sector are effectively to
carry out their respective roles,
i.e., the delivery of educational
services to the community, or the

provision of goods and other services.

This chapter presents the

research design to achieve the objectives
cited in Chapter

I,

and

involves several phases, including an
attitude survey of professional

employees of an institution of higher education,
University X, and a
company in the private sector, Company A.
As detailed later in this chapter, limited
interviews were

held with teaching faculty, non-teaching professionals,
and administrators
from a sampling of educational institutions located in
various geo-

graphical areas.

The information obtained during those interviews

included:
The identification of policies and practices followed in their
institutions which were deemed by administrators to have been
formulated and implemented with a primary objective of providing
greater employment satisfactions to their faculties and other
professionals
The identification of policies and practices which were deemed
by professionals to provide employment satisfactions.

The identification of policies and practices which were deemed by
professionals to have resulted in dissatisfaction and lowered morale.
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In addition,

limited interviews were held
with professionals

in several private sector
companies located in various
geographical

areas, and information obtained
from these exempt/prof essional
employees.
All interviews were patterned
after the methodology of Ralph
E.
Balyeat whose study (8, p.
9) identified some 80 or more
factors (see
Appendix E) suggested by faculty
as sources of satisfaction
or dis-

satisfaction.

Many of the same factors identified
by Balyeat were dis-

cussed by the writer with those
persons interviewed.

The Balyeat

study included a rating scale of
policies and practices identified
during interviews, designed and
distributed to a random sampling of

approximately 3000 faculty members, Ph.D.
candidates and administrators
in private institutions located in
all geographical areas of the United

States.

These rating scales were designed to
determine the degree of

satisfaction (or dissatisfaction) which the
respondent derived (or felt
he would derive) from the item in question
as well as the relative

importance which faculty, graduate students, and
administrators placed
on these factors (8, p. 9).

As indicated earlier, this writer assumed

the validity of Balyeat' s study.

This phase of the study was designed to explore the effect of

identified policies and practices on faculty morale and resulting
faculty turnover.

Extensive (127) non— directive interviews were

conducted with faculty members who had changed positions within the
past five years, and they were encouraged to talk about their previous
as well as their current employment environment.

A record was kept

factors mentioned which motivated the respondent to change

position as well as those which he mentioned positively or negatively
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as they applied to his currept
position (8, p. 10).

Balyeafs study was

most helpful to the writer in
assessing key influence factors
concerned with higher education's
personnel practices.

Additionally, a review of the current
literature was conducted
and a "desk audit" accomplished.
The historical genesis of personnel
practices and benefits for all
professionals was reviewed. Professional
personnel practices in both the
private and the educational sectors

were examined with specific emphasis
on the two units Company A and
University X.

(Appendix B and A respectively are reflective
of a sample

of professional personnel practices
for Company A, University X and

other institutions of higher learning.)
The impact of civil rights and equal
employment enforcement

agencies, along with collective bargaining
units with tenure overtones

was reviewed.

A review was conducted of a limited number of existing
professional personnel model programs/practices which have
been designed
as a result of the private sector's experience in
meeting the challenges

of both organized labor and Title VII of the Civil Rights
Act (Appendix C)

As indicated earlier, an attitude survey was conducted among

professional employees of University X and Company A using a relevant
and previously tested instrument developed by Glen A. Bassett, et al,
of Company A's employee relations' function operation for an internal

company study.

Bassett also compiled the Company A test data while

the writer provided "inputs" concerned with equal opportunity to the

Company A attitude survey during the field test.
An initial testing of the questionnaire was conducted through
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the use of a test group of
professional employees at Company
A where
the questions to be answered
could be easily explained.
(This field
test was performed by Bassett.)
Because there was no difficulty
in

gaining the information desired, and
because Bassett had earlier

subjected the data to extensive
reliability testing, the instrument
was deemed acceptably valid for
use in the current study (13).
The study provided this writer with
an assessment of exempt/

professional employee perceptions regarding:
Knowledge of existing policies
Adequacy of practices
Fairness in administration of policies and
practices
Overall job satisfaction
The attitude survey data was analyzed and
examined via standard

inferential statistical procedures

— Chi-Square

(See Tables 1 and 2)

Common attitudes about key professional practices
were identified and

established as a .01 level of confidence in most cases
and a .05 level
of confidence for some others.

Population and Sample
The private sector company

major U.
ment.

S.

— Company A— is

a division of a

corporation engaged in technological research and develop-

Because of the sophisticated high technology nature of its

research, Company A employs an unusually high percentage (well over 50%)
of professional/exempt employees, college graduates who hold advanced

degrees (Tables 3-7 present the comparative factors)

University X is a major state university with approximately
25,000 students.

Eight colleges and schools of the university and one

unaffiliated department are authorized to offer graduate degrees through

table

1

COMPUTER PROGRAM FOR CALCULATING
CHI-SQUARE
LIST

OlFOR I = 1 TO 3
0°READ B$ (I)
03NEXT I
04 DATA (NOT SIG),(SIG AT .05),(SIG
AT .01)
05DIM A$ (55)
SQUARE CALCULATIONS ON SELECTED SURVEY PROJECT
SUBJECTS"
E
CCCCCCCCCCCCCCCCCCC FACTOR IS #####.## 'CCCCCCCCCCC
20FOR i - i xq 6
30PRINT
40NEXT I
45LET L = 55
50FOR I = 1 to L
60READA$(I),X,Y
70 LET A = (Y / 100) * 120
80LET B = 120 - A
90 LET C = (X / 100) * 286
100LET D = 286 - C
110 X2 = (406*(((A*D)-(B*C))**2))/((A+B)*(C+D)*(A+C)*(B+D))
120IF X2 <= 3.83 GO TO 200
130IF X2 <= 6.63 GO TO 150
140LET Z = 3
145 GO TO 210
150LET Z = 2
160GO TO 210
200LET Z = 1
210PRINT USING 15,A$(I) ,X2,B$(Z)
220NEXT I

TABLE

2

COMPUTER PROGRAM

Data Input

*322DATA PERF-APPR POL DK,15 28
*LIST 300
301DATA
302DATA
303DATA
304DATA
305DATA
306DATA
307DATA
308DATA
309DATA
310DATA
311DATA
312DATA
313DATA
314DATA
315DATA
316DATA
317DATA
318DATA
319DATA
320DATA
321DATA
322DATA
500END
ready

SELF-NOM COMM-INADEQ, 69 45
PROM COMM INADEQ,67,33
MPERF COMM INADEQ, 5 5, 4
RIF COMM INADEQ,62,40
COMPLNT COMM INADEQ,60,30
CAR-COUNS COMM INADEQ, 64, 47
DISCIP COMM INADEQ, 36 48
TRNSFR COMM INADEQ ,4 9, 4
SAL-ADM COMM INADEQ, 51, 43
EEO COMM INADEQ, 25, 22
PERF-APPR COMM INADEQ, 39, 34
SELF-NOM DK,93,66
PROM POL DK,71,36
MPERF POL DK, 70,66
RIF POL DK,6l,62
COMPLNT POL DK,71,25
CAR-COUNS POL DK, 72,77
DISCIP POL DK,34,63
TRNSFR POL DK,41,68
SAL-ADM POL DK,40,67
EEO POL DK,22,16
PERF-APPR POL DK,15,28
,

*

,
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TABLE 2-Continued

323DATA SELF-NOM INADEQ,8l,27
324DATA KNOL-PROM INADEQ, 72, 17
325DATA CAR-PLNG INADEQ, 58, 2
326DATA PROM-EXPL INADEQ,50,16
32 7 DAT A CMPLNT PROCDR
INADEQ,38 30
328DATA ORIENT/ CH INADEQ,30,24
32 9 DATA OVERTIME PAY INADEQ,
34 , 19
330DATA SAL-DISCUS INADEQ, 40, 25
331DATA AVAIL-DECIS INADEQ, 42, 21
332DATA BUS-INFO INADEQ, 39 23
333DATA PERF-DISCUS INADEQ *35, 21
334DATA DEVEL-OPP INADEQ, 29, 21
335DATA PERS-RESP INADEQ, 21,8
336DATA JOB-UNDRSTNG INADEQ, 17, 13
337DATA QUESTION-11,15,14
3 38 DATA QUESTION-23,36,20
3 39 DATA QUESTION-12,25,23
340DATA QUESTION-17,34,30
341DATA QUESTION-19,43,27
342DATA QUESTION-20,40,23
344DATA QUESTION-13,50,30
345DATA QUESTION-14,12,39
346DATA QUESTION-15,42,32
347DATA QUESTION-26,21,11
348DATA QUESTION-27,25,10
349DATA QUESTION-24,18,10
350DATA QUESTION-21,37,13
351DATA QUESTION-22,31,18
35 2 DATA QUESTION-25,18,13
353DATA QUESTION-28,59,1/
354DATA QUESTION-29,43,18
355DATA QUESTION-32,28,20
500END
’

*

,

ready
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the graduate school.

The actual names of these two
units ate not used to preserve
confidentiality, and all references
to studies, reports, and/or

publications produced by their respective
staffs are cited in the

confidential section of the bibliography.

Procedure

Private and public sector programs,
government information,
and the literature were researched
in attempt to ascertain data and

other critical problems, solutions and
concepts relating to professional

personnel practices and the identification
and impact of outside
influence factors on these practices.

A written questionnaire was administered by Bassett
(11,
to a sample of 286 Company A professional/exempt
employees.

p.

3)

Bassett

et_al selected the names of participating employees
at Company A
by using computerized random sampling procedures
(109, p. 3).

The

questionnaires, consisting of seventy multiple choice questions, were

administered by Company A employee relations personnel.

At Company A

all 286 questionnaires were returned.

With the exception of two questions, a similar questionnaire was

administered to 150 professional employees of University X.

One hundred

of these professional employees were selected using a random number

table technique (62, p. 218).
To insure that all professional employees had the chance to be

included in the sample population, numbered tickets containing their
names were placed in a box, shaken thoroughly and 100 drawn blindfolded
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(109, p. 218).

•

Subse « uentl y.

^

questionnaires with an introductory
para-

graph explaining the purpose
of the survey, the subject
matter of
this study, and its intent,
were mailed to the 100 randomly
selected
People. The introduction
explained the need for the
gathering of the
data and acknowledged that
the subjects are busy, and
many of them
would have a difficult time
finding time to complete
questionnaires,
and suggested a deadline
for return of the questionnaire.
I„ addition,
University X employees were
approached in the meal facilities during
lunch time and another 50
questionnaires were issued. Altogether
120
of the questionnaires were
returned to the writer.

The overall study design allowed
for reporting the data in
various demographic categories.

A profile of the overall sample

showing the various categories is shown
on Tables 3-7, Chapter

A copy of the questionnaires is also
included as Appendix

D,

4.

exhibits 1

and 2

Rationale

Many studies of personnel practices, benefits, and
job
satisfaction have similar concepts.

According to Balyeat:

The numerous studies of factors relating to job satisfaction
which have been conducted have two things in common
(1)

(2)

They relate primarily to jobs in business and industry.
They consider the influence of various jobs satisfactions
productivity. This study differs from the above in two
respects.
In the first place it related to university and
college faculty in an educational environment. It also seeks
to identify and evaluate motivational factors as an influence upon a staff member's propensity to continue his
current position or to seek a change to some other employment environment, rather than the motivational factors as they
influence an employee's productivity in a given environment (8,

p.

10).
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Psychological principles hold that
human behavior never occurs
by chance, it is always caused by
the combined influence of the
various
stimuli which motivate an individual.

This is equally applicable to

the industrial or business employee,
the university professor, or for
that matter to any member of society.

One’s behavior pattern is a result

of the stimuli of his total environment,
regardless of whether the

behavior pattern relates to the increased
productivity of an industrial
employee or if it concerns a decision of a
university professional
to remain in his current position or to
seek employment elsewhere.

This

study will attempt to isolate those stimuli,
designated as influence
factors, and to determine their relative motivational
influence insofar
as changing employment is concerned.

Herzberg, in his study of motivation (47), minimizes the moti-

vational effect of various environmental conditions which he
designates
as

hygiene items

or factors.

He concludes that the removal of these

so called dissatisfying elements does not necessarily result in greater

satisfactions to individuals.

His conclusions, however, overlook the

fact that the motivational influence to change positions stems basically

from cumulative dissatisfaction with one’s current position rather than
from a comparative evaluation of satisfactions derived from a current

position and those of a specific position elsewhere.
is no longer a motivational influence,

A fulfilled need

therefore, it directly follows

that the removal or correction of dissatisfying factors will reduce

the cumulative motivational influence of those factors and will, therefore, substantially reduce turnover of professionals in our universities

and colleges (8, p. 11).
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We are concerned here with
common attitudes and the transferability of practices or

programs that circumvent the
typical pro-

fessional employee "maintenance
needs"- (physical, economic, security
orientation, status or social) and
focus on the "motivation needs"—
(growth, achievement, responsibility,
and recognition [65, p. 14
]).

Description of Variabl es

A 70 item questionnaire set forth
the following demographic
descriptive variables:

Names were not used, however, length
of service

sex, type of profession, and race
(defined as Black, other minority,
or non-minority) were elicited.

The dependent variables included:

eight questions involving

the area of management /administrative
credibility.

In the area of

general employment conditions, eight questions
were asked including
three questions about pay or compensation.

The remaining 36 questions

(independent variables) were concerned with personnel
practices and
policies, and how they are communicated, as well as other
aspects of

employment

Testing of Significance

The writer investigated several methods for determining sig-

nificance between the variables in this study.

One method that could

be applied is to determine the criterion of best fit, that is to
use regression analysis and Carl Pierson's least squares criterion
for predicting Y from X (62, pp. 166-167).
In addition, the writer reviewed other techniques for making

comparisons and relationships between data (numbers).
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In the writers opinion,
the most appropriate
approach for testing

gnificance between the dependent
and independent variables
in this
study is to use the Chi-Square
approach and more specifically
the
Chi-square concept having a 2
x 2 table (52, p. 137 ).

The writer was careful to note
the restrictions on the use
of
Chi-square:

Chi-square can be used only with
frequent data.
Chi-square requires that the individual
events or measures are
independent of each other.
In other words, each response
must be
11
^
UP ° n the “ature ° f “V other responses
being
compared?

“

In general, no theoretical frequency
should be smaller than 5.

There must be some logical or empirical
basis for the way
the
:
data are categorized.
The algebraic sum of the discrepancies
between the observed and
the corresponding expected frequencies will
be zero.
The writer feels that Chi-square is a better
means of answering

questions about this study’s data existing in the
form of frequencies
(52, p.

135).

Chi square is a test for significance between variables
at the

non-parametric level of data.

Nominal or ordinal data are placed into

a contingency table in frequencies.

Using the observed frequencies,

expected frequencies may be computed, and a comparison of what was observed and what would be expected according to probability can be made.
This test may be normally used to test for differences between

groups or samples and a given variable, it can also be used as a test
of goodness of fit between distributions.

Chi-square is sometimes used as a test of independence, or the
degree of association between or among variables.

In this study the
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writer has stated the
hypothesis in this m a„ner~"there
is a significant similarity (association)
among the variables."
In Chi-square the degrees
of freedom equals the
number of
rows minus one, times the
number of columns minus one.
The appropriate

for the .05 and .01 levels
of significance were Chen
looked up
on a table (52, p. 181).
For a contingency table
having two rows and two columns,
(a two by two table),

Formula:

the df would equal one.

df =

(jf

rows - 1)

Critical values for a

2

x

2

(# columns - 1)

table are 3.841 at the .05 level,

and 6.635 at the .01 level in
terms of rejecting the null
hypothesis.
In some responses to this writer's
survey questions, choices

of

Strongly Agree - Agree - Indifferent Disagree - Strongly Disagree"

were provided, and these five categories
were reduced to "Agree

-

Disagree.

Much like tests for differences between means,
the statistical

significance of Chi-square is directly related
to the size of the sample.
To compute the Chi-square ratios, the writer
followed the

example given in Figure

4.

After collecting and reviewing the data and the statistical
inferences, the writer examined the implications.

The next chapter

will present the statistical findings relative to the overall study.
The writer feels that Chi-square provides the best means of

answering questions about the data collected as part of this study.
Some of the questions to be answered include whether the frequencies

observed in the two populations. Company A and University X data deviate

significantly

FIGURE

4

Formula:

A +

B

C & D

When d = .01 and df = 1
The critical value of x 2 is 6.64, (62,

B

+ D

A

(A+B)

(C+D)

397)

N

& C

N (AD - BC)

x2 =

p.

2

(A-fC)

(B+D)

CHAPTER

IV

PRESENTATION OF THE DATA

When considering conclusions
derived from this research,
one must recognize that the
project undertaken was primarily
a matter
of gathering and presenting
statistical information which could
be of
inestimable value to university and
college administrators who wish
to
identify factors which may assist
in improving professional employee

policies and practices.

Thus, the primary value to be
derived lies

in the potential for corrective
action rather than the research as an

end in itself.

At the time an administrator or
manager is considering

the adequacy of any policy or practice
to provide satisfaction of or at

least not to create dissatisfaction, he
must remember that the criterion
of judgement must be the professional
employee’s reaction to that

policy and practice rather than the administrator’s
opinion as to the

adequacy of the factor to meet the needs of his
professionals.
The analysis of the data gathered in the questionnaire
is

presented in this chapter.

It includes descriptive analysis and

inferential analysis of the data.

A descriptive analysis of the data

of the sample of 120 professional employees from University X
and 286

professional (exempt) employees of Company A and serves to reflect the
characteristics of the populations.

The inferential analysis is pre-

sented in the second section of this chapter.
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P ersonal Characteristics
o f the Prof

M .<nn.i.

The descriptive variables
of personal characteristics
of the
participants were sex, race,
academic status, age for Company
A professionals, and nature of
work for University X
professionals. The
findings of the analysis are
presented in separate sections
for each
variable.

Sex

The comparisons of the sex
of the University X professionals
in the sample with the
Company A professionals are found
in Table 3.
It is important to note
that the males are predominate in
both popu-

lations which may account for renewed
efforts by civil rights agencies
to ensure equal opportunity
for women.

Race

The comparison of race, non-minority
versus minority, of the

University X professionals in the sample
with the Company A professionals are found in Table 4.

At Company A, six minorities are 2% of

the total sample while at University X, the
fifteen minorities comprise
12.5%.

This too may account for the emphasis by the
civil rights

regulationary agencies' thrust in the equal employment
opportunity area.

Academic Status
The comparison of academic status in Table

5

reflects the

emphasis on formal college degrees held by professionals in University X
as compared to Company A.
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TABLE

3

COMPARATIVE DATA OF PARTICIPANTS BY
SEX

Ma le
#

UNIVX

COMPA

(N=120)

(N=286)

Fern ale

%

#

%

86

72

34

28

277

97

9

3
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TABLE

4

COMPARATIVE DATA BY RACE

Mine)rity
#

UNIVX

COMPA

(N=120)

(N=286)

Non-Mine rity
%

15

6

12.5

2

#

%

105

87.5

280

98
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TABLE

5

COMPARATIVE DATA ON PARTICIPANTS BY COLLEGE
DEGREE

Degr ee
#

UNIVX

COMPA

No D igree
%

%

(N=120)

113

94

7

6

(N=286)

194

68

92

32

67

Age

Table

6

reflects the frequency of two
age ranges of the pro-

fessionals at Company A.

Forty two per cent of those
respondents are

in the range from 18 years to
39 years and 587. range from
40 years
to 65 years of age.

Nature of Work

Table

7

differentiates between the frequencies of
faculty,

non-teaching professionals, and administrators
at University

X.

This

population included 58% faculty, 24%
administrators, and 18% nonteaching professionals.

Survey Results
Overall, employees (86% University X and 85% Company
A) were

quite favorable regarding the fairness of management
treatment by

responding that professional/exempt employees are treated
fairly by
administration/management.

These professional employees were somewhat

less positive, however, when asked if management's treatment of
them

encouraged them to do their job as well as they could, 20% of University
X and 36% of Company A participants disagreed with the following state-

ment

:

I am treated in a way which encourages me to try to do my job
as well as I can in order to help ensure that we put out a high
quality competitively priced product or service.

While most employees felt that relationships between administration/management and employees had stayed the same over the past
year, 23% University X and 25% Company A said that relationships had

gotten worse and 15% University A and 44% of Company A said that they
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TABLE

AGE

6

69

TABLE

7

NATURE OF WORK

Administirators

#

UNIVX

(N=120)

29

%

24

Non-Teaching
Professionals

Faculty

//

70

%

58

#

21

%

18
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disagreed that sufficient effort
was made in this area.
When asked about their immediate
manager, 80% of those surveyed said that they were usually
treated fairly when discussing

problems or complaints, and approximately
two-thirds, overall, felt
that their immediate department
head or manager was doing "a very
good” or a "good job."
In order to obtain some measure
of professional/exempt employee

reaction to equal opportunity efforts,
employees of Company A were
asked to indicate how they felt about
efforts to hire, train, and

upgrade people from minority groups.

Thirty five per cent said that

Company efforts had been "about right" while
an additional 13% said
that efforts "had been good, but more were
needed."

Overall, 39%

said "there had been too much emphasis on this
area," and 11% said they

"didn’t believe that any special efforts should be made."

Only 2%

said they "were not aware of any special efforts" by
the company in
this area.
At University X, by contrast, 22% said that the efforts had

been

about right,

were needed.

and 44% said that efforts "had been good, but more

Overall, 24% said there had been too much emphasis on

equal opportunity and 6% said they didn't believe any special efforts

should be made.

Only 4% said they were not aware of any "special efforts"

by University X.
In summary, while employees were quite positive regarding general

conditions and their overall treatment by management/administration, there

were a numberof areas where concern was expressed, that:
their treatment did not encourage their best efforts.
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relationships between management
and employees had gotten
worse
over the past year.

management communications was not
frank and honest.
S

C°

of employees

geC Che °P inl °" s “<* thinking

the job done by their immediate
manager was only fair to poor,

there was too much emphasis on
minority programs.
Tables

8

through 15 are reflective of those
questions on pro-

fessional employee attitudes concerning
management and administrative
credibility.

Tables 16 through 23 reflect the
responses to questions

of attitudes about general employment
conditions, and Tables 24, 25,

and 26 reflect attitudes about pay
and compensation.

Summary of Findings

Results of the data indicate, in the area of
management

administrative credibility, 50% of the responses to
the attitude
survey by Company A and University X professional
employees show
a significant difference.

For the eight survey questions shown in Tables

8

through 15,

four of the questions showed a significant difference in the responses

and were rejected at the .01 level of significance, and four of the

questions did not show a significant difference in the responses.

From a management or administration standpoint, this statistical evidence may be deemed inconclusive but nevertheless there is no clear

indication that management /administration does have credibility with its

professional employees.
The data seems to indicate that the overall improvement of

TABLE

6

here

!^" 8

8

ab ° Ut mana8ement 3 falr treatment of
exempt employees
'

Agree

Disagree

%

%

UNIVX

86

14

COMPA

85

15

P

>

.01
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TABLE

9

am treated in a way which encourages
me to try to do my job as well
as I can in order to help ensure
that we put out a high quality,
competitively priced product or service.
Do you agree or
disagree?

Agree

Disagree

%

%

UNIVX

80

20

COMPA

69

36

X
P

2

= 10.7
<

.01
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TABLE 10

During the past year, would you say
relationships between management
and employees here have been getting
worse?

Agree

Disagree

%

%

UNIVX

23

77

COMPA

25

75

P

>

.01

TABLE 11

Overall, when you think about the
way management communicates
employees here, do you feel management
is not frank and honest

Agree

UNIVX

COMPA

%

30

70

34

66

.61
P

>

Disagree

%

.01

TABLE 12

0r

wh“™rrLrff

lgrLTd^^J

X
P

2

he ° Plnl ° nS

9.2
<

.01

^

thlnkin * ° f pe0pl
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TABLE 13

When you discuss problems or complaints
with your manager or supervisor, are you treated fairly?

Agree

Disagree

%

%

UNIVX

82

18

COMPA

81

19

X
P

2

= .06
>

.01

78

TABLE 14
Overall, do you feel a good job is being
done by your immediate manager/
supervisor?

Agree

Disagree

%

%

UNIVX

77

23

COMPA

60

40

X
P

2

= 10.7
<

.01

TABLE 15
Do you feel the Company should
increase its efforts to hire, train
and upgrade people from minority
groups?

X
P

2

= 13.7
<

.01
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TABLE 16

Would you rate your total benefits
program (Insurance, Medical,
Pension, etc.) as good?

Agree

Disagree

%

%

UNIVX

61

39

COMPA

88

12

X
P

2

= 38.5
<

.01

81

TABLE 17

Would you rate this company in
providing job security for people
like yourself as poor?

Agree

Disagree

%

%

UNIVX

32

68

COMPA

42

58

X
P

2

= 3.6
>

.01

TABLE 18
Do you feel the way layoffs or
reductions in force are handled fo
exempt employees like yourself is
unfair?

Agree

Disagree

%

%

UNIVX

11

89

COMPA

21

79

X
P

2

5.7
<

.01

83

TABLE 19
My job makes good use of my skills
and abilities
disagree?

Agree

Do you agree or

Disagree

%

%

UNIVX

90

10

COMPA

75

75

X
P

2

= 11.6
<

.01

84

TABLE 20

Considering everything, how would you rate
your overall satisfaction
at the present time?

Satisfied

Dissatisfied

%

%

UNIVX

90

10

COMPA

82

18

X
P

2

4.1
<

.01

TABLE 21

My work gives me a feeling of personal
accomplishment.

Agree

Disagree

%

%

UNIVX

87

13

COMPA

63

37

X
P

2

= 23.2
<

.01

86

TABLE 22

Do you feel the way promotions and upgrades for
employees like your
self are handled fairly here?

Agree

Disagree

%

%

UNIVX

18

72

COMPA

31

69

X
P

2

= 7.2
<

.01

TABLE 23

Is there much likelihood that you will
leave because of dissatis
taction with your job or the Company to take
another job within
the next 12 months?

Agree

Disagree

%

%

UNIVX

13

87

COMPA

18

82

X
P

2

1.5
>

.01

88

TABLE 24

Do you feel your present pay Is low?

Agree

Disagree

%

%

UNIVX

17

83

COMPA

59

41

x
p

2

= 59.9
<

.01

89

TABLE 25
In comparison with people in
similar jobs in other companies
my pay is lower:

Agree

UNIVX

COMPA

X
P

2

Disagree

%

%

18

82

43

57

23.0
<

I

.01

feel

90

TABLE 26

Do you feel the way salary decisions for employees
like yourself
are handled fairly here?

Agree

Disagree

%

%

UNIVX

80

20

COMPA

72

28

x
P

2

= 2.8
>

.01
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management and administrative
credibility with professional
employees
can be assisted by new
approaches of communications
between administration, management, and
professionals. The writer will
further
interpret this thought in Chapter
V.
The second area of concern
is in the area of general
employment conditions.

The responses to the questions
in this area of

general employment are reflected
in Tables 16 through 23.

Four of

the questions are significant
at the .01 level, two are significant
at the .05 level, and two of
the questions show no significant
dif-

ference.

Collectively, this indicates that in most
areas inquired of

by the test instrument, the total
sample of Company A and University X

agree that all in all, job conditions are
good.
In Tables 24, 25, and 26 which reflect
data concerned with

pay and compensation, two of the questions
show significant differences, and one does not.

However, the data reflects that 75%

of the total population of respondents of Company
A and University X

agree that salary decisions are handled fairly.

Conversely, 83%

of University X population is satisfied with their pay whereas,
only

51% of Company A is satisfied.
The writer in the next chapter will propose an example of a

model program that should assist management and administration in
improving the attitudes of professional employees toward administration.

Appendix D contains several programs that could be considered new and
different approaches by Company A management to improve professional
employee practices.

Further research is required to develop the con-

cepts from those model programs for use by higher education.

Of the
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data shown in Tables 27 through
29 reflecting responses from
36 of
the survey questions in the area
of personnel practices and
job
aspects, 13 show no significant
difference and two show a significant

difference at the .01 level of
confidence, and one shows a significant difference at the .05 level
of confidence.

The writer was interested in eleven
personnel policies cited
In the questionnaire and a
two-fold question was asked about each

policy subject:

"Do you have knowledge of a policy
or is one in

existence in a specific area or significantly,
do you feel that com-

munication is inadequate?"

In most instances, the responses to
these

questions indicated that more than 45% of the
professional personnel
either did not know of some eleven policies
(see Tables 27 and 28)
or communication was inadequate.

This reaffirms the writer's concern

impetus for his attempt to suggest a new approach to
communications

from administration and management to professional
personnel.
In reviewing the job aspects and the questions concerning
job

aspects (see Table 29) the writer suspects that university personnel

may be less concerned about some of the maintenance needs (status,
social, physical, economic, security, orientation) as described by

Scot Myers (75,

p.

14).

(See Figure 3, Chapter 2.)

Professional

employees at University X when asked whether job aspects were somewhat

adequate or seriously inadequate cited more positive responses than

professional employees at Company A.

One can draw the conclusion from

work by Balyeat or Herzberg that private sector management and employers are more apt to satisfy the maintenance needs of professional

employees including those that are physical, economic, social, con-
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TABLE 27

e

ndlCate ±f ’

S°

in place

*** ** Y ° U kn °W ’ there ls a written
policy

No Policy or Don't Know

Policy Subject

2

UNIVX

COMPA

%

%

Self Nomination

66

93

48.38

<

.01

Promotion

36

71

43.39

<

.01

Marginal Performers

66

70

.63

>

.01

Layoff

62

61

.04

>

.01

Complaint Procedure

25

71

73.15

<

.01

Career Counseling

77

72

1.08

>

.01

Discipline

63

34

29.08

<

.01

Transfer

68

41

24.66

<

.01

Exempt Salaried Administration

67

40

24.69

<

.01

EEO

16

22

1.89

>

.01

Performance Appraisal

28

15

9.34

<

.01

x

P
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TABLE 28

Please indicate whether you feel the existing
policy, whether written
or unwritten, has or has not been
adequately communicated.

Communication Inadequate

Policy Subject

2

UNIVX

COMPA

%

%

Self Nomination

45

69

20.65

<

.01

Promotion

33

67

39.86

<

.01

Marginal Performers

46

55

2.74

>

.01

Layoff

40

62

16.57

<

.01

Complaint Procedure

30

60

30.45

<

.01

Career Counseling

47

64

10.10

<

.01

Discipline

48

36

5.09

<

.05

Transfer

46

49

.30

>

.01

Exempt Salaried Administration

43

51

2.17

>

.01

EEO

22

25

.42

>

.01

Performance Appraisal

34

39

.90

>

.01

|

x

P
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job?

your

of
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cerned with employee orientation, security, and their
staLus as opposed
to educational administration who may be a little more
responsive to

satisfying maintenance needs of professional employees including
growth
achievement, responsibility and recognition.

In general, their response

as shown in Table 29 supports the aforementioned concept.

Appendix E as extracted from a study by Ralph

E.

Balyeat

shows a rank ordering of employment satisfactions and several factors
that provide a high motivation to higher education faculty, which in

turn affects the retention of college faculty (8, p. 13).

One of this study’s primary concerns is the attitudes
of higher

education's professional employees.

To provide the opportunity for

analyzing the dependent variables of the attitude survey
questionnaire
(Appendix D-2) administered to University X professional employees.
The writer used a modified computer program (12) to assist in inter-

preting the voluminous data generated by the respondents of University

Appendix F presents the detailed response to the dependent variables
questions versus the descriptive and demographic variables column wise.
In addition, the dependent variables are shown versus the respondents’

attitudes (good or poor) toward "employee benefits."
In summary, the hypotheses states that there are significant

similarities between the attitudes, work situations, personnel problems, etc., between a public organization (high technology, private

manufacturing corporation) professionals and an institute of higher
education professionals to make feasible the application of personnel
practices and model programs organizations to those of public institutions of higher education.

X.

97

In the area of attitude
concerning work situations and
manage-

ment /administrative credibility,
this facet of the hypothesis
appears
to be true.
The data in Tables 8 through
15 support this conclusion.
In the area of general work
conditions reflective of personnel
problems,
the data in Tables 16 through
23 and 29 do not support the
hypothesis
that there are similarities and
attitudes concerning this area. This
f^.et of the hypothesis appears to
be false.

The portion of the hypothesis
concerned with personnel problems, practices, policies, and job
aspects is inconclusive.

However,

the Table 27 and 28 reflect sufficient
indications that communications

or lack of communication is a major
problem.

Moreover, this lack

of communications would influence the
ability of the respondents of

the total population to provide valid data
concerning attitudes toward

specific personnel practices.
Therefore, it is the writer’s conclusion that the research

hypothesis should be partially accepted and it is entirely
feasible
and proper to apply model personnel practices of private
organizations
to those of public institutions of higher education.

CHAPTER

V

INTERPRETATIONS, CONCLUSIONS AND RECOMMENDATIONS
The writer has developed this study in
the belief that higher

education’s governance urgently requires a
new dimension— the fair

application of sound personnel practices and
programs to all employees,
but most importantly to the valued professional
employee, and in the

hope that this research will help to catalyze
needed actions.

It has

been said that we live in times in which everything
relates to everything else, and thus it no longer makes sense for
business management

nor higher education governance to ignore the serious
impact of in-

effective or unequal application of personnel practices.
It has often been said that:

"The true dignity of any human

being lies in the satisfaction of having a challenging job, in being
able to grow in that job, and in finding what he is doing worthwhile."
This understanding of human nature is the basis for molding the

proper attitude of employees

— the

attitudes which have partially

been measured in this study.

While higher education governance may agree in principle

with the value of effective, sound personnel practices, in practice
more needs to be done to anticipate trends, help shape their course,
factor their implications into overall planning, and respond to the

challenges offered by aggressive government enforcement agencies
and collective bargaining units.
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Presented in this chapter are

(1)

interpretation of that

data which has implications
for higher education
governance and
elusions and recommendations.

(2)

con-

Data Interpretation

Management/ Administration Credibility
In examining the specific data
concerning the area of manage-

ment/administration credibility, the responses
to the questions
from the total population are mixed.

By mixed, the writer means four

of the eight questions showed some
significant similarity and four

did not show a significant similarity.

However, it is interesting

to note that approximately 50% of
both populations agree that manage-

ment credibility and/or administration
credibility is poor.
General Work Conditions
That data concerned with the general work conditions
does
not support the hypotheses that there is similarity
of attitudes of

University X and Company A professional employees.

However, the

data from two questions reinforce the similarity between attitudes
of

Company A and University X professional employees toward job security
and the related factor of remaining in the employ of the respective

employers

Pay Decisions
The attitudes of the total population in both Company A and

University X were consistent about one facet of pay decisions in that
75% of the total population agreed that pay decisions were handled
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fairly.

However, there was a sharp
difference in the attitudes of

Company A professional employees
compared to University X
employees
concerning rate of pay and their
respective pay as compared to
people
with similar jobs.

Approximately 822 of the University
professionals felt that
their pay was the same as other
persons with similar jobs and that
their pay was about right for
the work they do.

However, only approxi

mately 50% of the professionals at
Company A had similar attitudes.
Therefore, the data rejects the
hypothesis.
Equal Opportunity
The subject of equal opportunity for
minorities and women is
an important consideration when analyzing
pay data or employees'

attitudes about pay.

Eighty per cent of the University X minority

professionals sampled thought that pay decisions were
handled fairly.
Conversely, only 50% of the University X women sampled
felt that pay

decisions were handled fairly.

When describing opinions about pay,

41% of the women felt their pay was too low and 40% of the
minority

professionals expressed the same view.

When sampling the minority and female professionals at University X about their pay as compared to people in similar jobs,
the research found that 32% of the female professionals felt the pay
was about the same and 33% felt their pay was too low.

Therefore,

the data supports the hypothesis.

Other Areas
The data analyzed in the general area was concerned with
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three specific areas:

(1)

the knowledge or awareness
by University X

professionals of personnel policy
subjects and their respective
practices; (2) the communication of
the policies/practices by
University
administration; and (3) overall job
aspects.
The data reflecting the knowledge
or awareness of personnel

policies/practices indicates that of eleven
questions responded to
by the total populations, four
questions show significant similarities

m

attitudes of Company A and University X
professionals.

to seven questions do not show significant
similarities.

The responses
The data

reflecting responses to the inadequacy of
communications of these
same personnel policies/practices, indicates
that the answers to five
of eleven questions do show significant similarity;
and six of the

eleven questions do not show significant similarities.

However,

irrespective of the empirical data and the test for significance,
it
is the writer's opinion that this data reflects a
total disregard

for the communication process and an absolute management and
administrative

failure in communications at both University X and Company A.

By

referring to Tables 27 and 28, it can be ascertained that approximately 52% (or more than one-half) of the professionals sampled at

University X have no knowledge or are not aware of major personnel
policies/pract: ces

.

Moreover, approximately 40% of these professional

employees think the administration of University X has an inadequate

communications program.
At Company A,

the data reflects a similar trend, that is a

failure of management to provide a communication system about personnel policies/practices.

Approximately 54% of Company A professional
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employees are unaware of the overall
personnel policies/practices,
and approximately 52% think the
communications are inadequate.

The data reflecting job aspects
and the total populations at
both University X and Company A is
inconclusive in terms of the

hypothesis.

While the data reflects some similar
attitudes, the

responses of the population to four
questions do show significant
similarities.

The data indicates a similarity of opinions
of both University X
and Company A minorities and women.

Approximately 70% of these groups

believe that there are development opportunities
available to them
at their respective places of employment.

Additional Interpretations
It may be obvious that the data collected as part
of this

study is segmented.

Moreover, the dependent and independent variables

could be statistically analyzed with respect to some major demo-

graphic variables, notably (equal opportunity) race and sex.
The writer has elected not to pursue that mode of analysis, but
shall suggest that mode of analysis as one area for future research.

Some of this researcher's work experience at the time of conducting
this study, was concerned with managing a corporate equal opportunity

office.

Moreover, this researcher feels that any such analysis by him,

based on race and sex might be unduly biased.
In addition, the thrust of this study as previously stated, is to

enhance optimum development of approaches and information to:

(1)

im-

prove understanding of the nature and scope of human resource expenditures
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and how personnel functions
should be administered, and
(2) overhaul
the approach to communication
among administrators,
communication

between higher education's
governance and professional
employees, and
between higher education
organization as a whole and outside
agencies.
For this study, these approaches
and information should be
assessed without regard to
(equal opportunity) race or sex.

This researcher does not mean
that the Federal non-discrimination
laws for equal opportunity are
not important; on the contrary,
in the

writer’s opinion, many personnel
executives have been struggling with
the problem of how to get all the
administrators and/or line managers
and personnel people in their
organization to see the implications of
the Federal non-discrimination laws
and then to revise all personnel

policies, procedures and practices accordingly.
In addition, many executives are convinced
that the current

government thrust toward equal employment opportunity
will necessarily
result in increased expenses, decreased productivity,
lowered morale
and employment standards, and a general decrease
of control over their

manpower resources.
Viewing the government thrust in strictly negative terms, executives see that the government concern for programs of Equal Employment
Opportune ty compliance actually provides the impetus for developing a

personnel system that has positive implications.
Some personnel professionals (including the writer) agree with
that concept and understand the need for the systems approach in re-

organizing manpower practices along more business-oriented lines.
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The writer believes the
unmistakable prod from various government
regulations, will result in a significant
benefit of meeting compliance
standards but also improved manageability,
efficiency, and economy of

personnel practices.
If the aforementioned personnel
executives examine some tradi-

tional personnel practices— including
recruitment, hiring, selection
and placement, lay-off and rehire,
communications, orientation, transfer-

relocation, disciplinary situations (penalties,
complaint procedures,

grievance handling), performance appraisals,
promotion, self-nomination,
career planning, attitude surveys, salary administration

— they

might

expect improved productivity, good retention, better
manpower development,

communications up and down, improved upward mobility, if these
practices
are uniformly applied.
The writer believes that if these personnel executives were to

raise the question,

Do Equal Employment Opportunity practices differ

significantly from traditional personnel practices?"
The writer’s opinion is "NO."

What

I

am trying to project is that the uniform application of

good personnel practices meets the requirements of the regulatory

agencies

— they

protect the total human resource and do not need duplication

but uniform application in the system.

This area of equal opportunity is suggested by the writer as one

area for additional research.

Conclusions

Despite the rejection of some portions of the investigative hypotheses, and the gathering of some inconclusive data, it is the investi-
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gator

opinion that there are some clear
and valid conclusions to be
made from his research, data
collection and analysis that are
useful
to higher education administration.
s

A broad conclusion might be that
additional research should be
carried out for development and
implementation of model personnel

programs for professional employees in
higher education and education
in general.

Both faculty and non-teaching.

The writer believes that in this time of
growing complexities
in the public and private sectors, we
must also cope with the changing

human environment.
tations.

Society is more open.

People have rising expec-

They are more critical of institutions.
It is the writer’s opinion that higher education,
and education

in general, needs more research complimentary
to the human issues that

have surfaced from application of personnel practices, including:

Understanding professional compensation;
Strengthening the man-administrator relationship;
Getting ahead as a professional;
Getting ahead as an administrator;
Managing the entry-level professional employee;
Utilizing minority and female talent;
Communicating between professional and administrator;
Dealing with union representation thrusts.
In the writer’s opinion, this research should encourage the imple-

mentation and documentation of effective, basic professional practices and
programs throughout higher education through the establishment of model
programs in various experimental sectors of higher education.

These

model programs would serve as a testing ground and a guideline to other

educational sectors and would allow higher education’s communication on

professional practices backed by a solid data base and practical experience.

Measurements of effectiveness of these model programs could also be
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accomplished for comparison purposes
with other non-participating
educational sectors.
A research might select ten educational
components that presently
lead the rest of the nation in terms
of professional practices and work

with those educational components in the
design and implementation of
additional practices or programs needed to
completely round out their
'"’tal

professional program.

As each educational unit reaches "model

status" this program will be made available
through education's pro-

fessional organizations, communication to all other
educational components
as a guide.

Experience data would also be collected from these "model"

educational components and combined with professional
employee attitude
survey data used as the basis for a continuing communication
and measure-

ment program.

It is conceivable that the individual "model" educational

components would eventually be established as the baseline for future

personnel practices' effectiveness, comparisons and audit.
The writer would suggest to any researcher these major elements
as part of a model professional program.

Professional orientation programs
Annual appraisals
Provision for career planning and counseling
Annual salary review and discussion
Evidence that pay is related to performance
A promotion system including some form of self-nomination
A working appeals system
A communication plan including provision for upward communication
A plan for periodic attitude measurement
The writer suggests several more specific conclusions, which are
as follows:
1.

There are many factors relating to employment which may provide
a source of high level satisfaction to professionals providing
that appropriate policies and practices are implemented and
communicated
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h
19 a d 8ree ° f slmilar ^t y among various
sub-groups
l nZl rmng t ! e
importance of some

.

factors regarding pay
6 P
equal opportunity and
self-development.

There are significant differences
between the values of orofessional university employees and
those of the private sector
areas concerning job aspects
and personal choice.

m

4.

Lty a * min±S Gators and
private industry management
have fa!!T;
failed to make professional
employers aware of
Poii^es/praetices or to develop communications
systems able to overcome that failure
in communications.
'

^

5.

The civil rights enforcement agencies,
collective bargaining
units, and other liberal organizations
have forced the private
sector to reassess their personnel
systems and to develop
modei programs to correct past patterns
of discrimination and
other deficiencies in their personnel
systems.

6.
8.

Model programs and more equitable policies
and practices could
be implemented by a university or college
to meet the new
challenges they are facing from the government through
its
civil rights enforcement agencies, collective
bargaining units
and other outside agencies in the area of
personnel practices.

7.

The relative importance or "weight" which a
professional
ascribes to a factor in his value system is significant
only
in relationship to what he derives or believes
he would derive
in terms of satisfaction.
Further, this weight assignment
is possible only if personnel practices/policies
are in place
which address factors in his/her value system.
So called "credibility gaps" tend to dilute the effect
iveness
of relationships between professional employees and administration/
management when the letter’s basic honesty is questioned.

Recommendations
This investigator has reviewed the conclusions made from this

research and with proper regard for the inconclusive data gathered and
the rejection of some of the hypotheses, makes the following recommen-

dations
1.

:

Every university and college should have an officer or administrator
well qualified in the field of employee relations, reporting
directly to the President. This officer or administrator should
be assigned the responsibility and delegated authority to
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^

formulate faculty personnel
policies and nnrMr^e a
t0
provide optimum satisfactions to
^flssi^f loyt
Sara policies should then be
recommended to the administrative
o y
avmg the authority to implement such
policy.

^

2

.

Every college or university
system should audit its policies
63
deSlrable Professional employee
attitudes^'

^

3.

The design or redesign and
implementation of an adequate comn SyStem for hi § her education
professional employees
should be assigned the highest priority.

^°

4.

The additional research should be
carried out to study those
areas as suggested by the writer.
These areas include equal
opportunity practices, model personnel
policies procedures
practices and programs, and those programs
in Appendix D of
the report.

APPENDIXES

APPENDIX A

EXCERPTS FROM POLICIES AND PROCEDURES

RELATED TO PROFESSIONAL POSITIONS AND STAFF AT
UNIVERSITY

appendix

a

EXCERPTS FROM POLICIES AND PROCEDURES

RELATED TO PROFESSIONAL POSITIONS AND
STAFF AT UNIVERSITY X
Procedures Dea ling with Professional

Po.glr.-fnnq

Introduction
Slnce the education, training, and
experience determining the
qualifications of a professional applicant
may be so specialized as to
require an expert in the field to evaluate
credentials adequately? it is
considered appropriate for the Deans, Directors,
and Department Heads
of the individual departments and schools
of the University to do the
recruiting, interviewing, and selecting of
candidates for professional
positions.

The Personnel Office assists by keeping available
a file of
resumes and applications received by the Personnel
Department from
prospective applicants and by advertising position
availabilities in the
news media and by way of attachments to the
"Yellow Sheet." Departments
are encouraged to utilize the services of the
Personnel Office to
assist them in the recruitment of applicants for
professional non-academic
positions

Definitions of the types of professional appointments may be
found in the Foreword section of this manual.

Personnel Policy for Professional Academic Staff
The current University personnel policies for professional academic
staff with regard to academic freedom, reappointment, promotion, and
tenure are contained in Trustee Documents 63-050, 64-061, and 73-069.
A complete review and updating of these policies is currently being
undertaken by an Ad Hoc Multi-Campus Committee on Academic Personnel
Policies and Procedures. For further information, please contact the
Provost’s Office.
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Personnel Policy for Profession,.! Mnn^ademlc Staff
Employment Security
A.

Members of the professional non-academic
staff who are emolnvpH

period of satisfactory service to
ihrUnivefsity^^asefupon
0
3117
P * Ct C ° b * eliglble f ° r the toU °« in
S as'a
nor^al'practJce:"

™

thi^r

“
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Normal Practice

Years of
Satisfactory Service

Duration of
Next Contract

0

1

1
2

1 year
2

4

3

year

years
years
5 years

7

Notice of
Reappointment/
Non-Reappointment*

Minimum
Notice of
Resignation

months
months
6 months
6 months
12 months
3

30
60
60
60
90

6

days
days
days
days
days

^Stated in months prior to expiration of then current
contracts; these
are minimums and may be increased if appropriate.

B.
It always remains a right of the University to
reappoint for as
little as a one-year period, but with a minimum of six months
notice of
reappoxn i-ment/ non— reappointment
C.
Normally no contract may be written for less than one year, with
minimum of six months’ notice of reappointment/non— reappointment except
the first one-year contract which requires a minimum of three months’ notice
of reappointment/non-reappointment
,

a

,

D.
No contract may exceed five years' duration, with a minimum of 12
months’ notice of reappointment/non-reappointment
E.
The University may negotiate a contract of no greater than five
years in term which exceeds the normal practice, but such contracts must
be justified to and have the prior approval of the President for staff
in the Office of the President, and the Chancellors and the Dean of the
Medical School, as in Paragraph E above.

All contracts are subject to the availability of funds, and in
no event may a contract extend beyond the mandatory date of retirement.
G.

H.

It should be understood that during a given contracted period,

a
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a guarantee of employment on the University
campus involved and in a
capacity which utilizes that person’s professional
skills at a level

consistent with his training and experience; although
that position may
be other than the specific position to which
the individual was initially or is currently appointed.
I.
The University will provide employees with, as a minimum,
the
notice set forth in Paragraph A above. As a result,
supervisors should
be aware of these requirements and should begin an orderly
evaluation and
decision process in advance of these dates to assure that
a satisfactory
evaluation and assessment precedes a decision to extend an offer
for
increased contract duration. Supervisors are responsible as well
for
the initial recommendation of the contract duration to be
offered.
Each
Personnel Officer shall be responsible to assure that procedures
exist
to inform supervisors of contract expiration dates in
sufficient time
to allow assessment and evaluation in advance of the required notice

date.
J.
Upon implementation of the above policies, the following procedure will be followed to bring each professional non— academic staff
member into phase:
1.

A determination will be made of years of service by the
University Personnel Office for each professional nonacademic employee.

2.

Nine months prior to the expiration of each employee’s
current contract (or as soon as possible if nine months
no longer remain in the contract period)
the Personnel
Office will inform the supervisor of the contract's
impending termination and of the employee's years of
service as computed.
Supervisors will then evaluate
the staff member’s performance and recommend, through
normal approval chains, the contract to be offered. Such
contracts shall be subject to the additional requirements
and approvals set forth in Paragraphs A through I above.
,

3.

To bring current staff members into phase with this policy,
they will be eligible for contracts as follows:

Normal Practice
Years of
Service
1

Duration of
Next Contract
1

2

2

3

3

4

3

year
years
years
years

Notice of Reappointment
or Non-Reappointment
6
6
6
6

months
months
months
months

Minimum Notice
of Resignation
60
60
60
60

days
days
days
days
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Normal Practic e
Years of
Service

Duration of
Next Contract

5

years
4 years
5 years
4

6
7

4.

,

Continued

Notice of Reappointment
or Non-Reappointment
months
months
12 months
6
6

Minimum Notice
of Resignation
60 days
60 days
90 days

As is the case in Paragraph A above,
the University in any
case retains the right to reappoint for
as little as a oneyear period, but as a minimum with six
months' notice

reappointment/non-reappointinent

of

A11 contracts offered under this policy shall
j’
be preceded by a
u description
job
developed by the supervisor and approved by the
Personnel
Office, a copy of which is provided to the
employee prior to contract
agreement.
•

Classification System (Presently being implemented)
Broad guidelines for a professional non-academic personnel
classification system shall be established by the Office of the
President with
the assistance of the Personnel Working Group.
It will then be that
responsibility of each segment of the University to implement that classification system in accordance with its own unique requirements but consistent with the broader plan for the total University. Any job descriptions
required by other provisions of this policy shall be consistent with this
requirement.

Annual Evaluation Procedures
The University will maintain a minimum requirement of annual
evaluation for all professional non-academic staff members. This evaluation
will occur during the last quarter of each calendar year and should be
conducted on the University-wide evaluation form developed for this
purpose.
Procedurally the annual evaluation process should include
the following:
,

A.
An evaluation form which states or includes the specific job
description of the position held by the staff member.
B.
Staff members will have the opportunity to assess their evaluations
with superiors and to discuss frankly and openly its implications.

Supervisors will assure that the evaluation process is of a constructive nature and that it will aid the employee to overcome deficiencies
cited in the evaluation.
C.
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E.
As part of the annual evaluation
process, supervisors will also
assess whether or not the employee
should be recommended for a merit
increase.

F.
Recommendations concerning future contracts
with each employee
should be consistent with prior
assessment s of performance as they appear
in past and current annual evaluations.

G.

policies

Each campus will develop detailed
procedures to implement these
consultation with the Personnel Working Group.
,

m

Professional Improvemen t
Professional non-academic staff are eligible for leave
for professional improvement in cases where it can be clearly
demonstrated that such
leave will result in specific benefit to the
University.
Such leave
snail be available as a matter of privilege rather
than as a right and
shall oe granted to an eligible staff member only
in those cases where
the following conditions have been met:
A.
Such leave shall require prior approval of a specific
proposal
for professional improvement which outlines the benefits
expected for
both the University and staff member. This approval must be
given by
the President for staff in the Office of the President, and the
Chancellors
and the Dean of the Medical School for staff on their respective
campuses.
B.
The professional non-academic staff member has completed six
years of equivalent full-time professional service at the University.
C.
Leave for professional improvement shall not exceed five and onehalf months at full salary or eleven months at half salary, but leave may
be for shorter periods at greater frequency as may mutually benefit
the individual and the University.

D.
The leave for professional improvement will not result in a net
salary cost increase to either the University or the department with
which the staff member is associated.
E.
The University will consider payment of tuition and registration
or similar costs attendant with such leave.
Payment requires approval
by the same official who approves the leave.

F.
Staff members who receive approval for professional improvement
leave must return to their duties at the University for at least one full
year of service immediately following the expiration of the leave.
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lure to comply will obligate
the individual to return the
Salary
received during the leave and any
other fees paid bv f h
h P UniVersity
an exception is made by the
unless
Board of Trustees!
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E
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F
also apply to this shorter-term
ve, except that six month's service
upon return instead of the oneyear service of Paragraph F shall be
required.
a proposal,
proposal

Campus Governance

Professional non-academic personnel should have
an appropriate
opportunity to participate in the governance of
the University on those
matters of concern to them. Therefore, the President
is asked to request
of tne Chancellors and the Dean of the Medical
School that they formulate
with the advice of the appropriate campus elements,
their recommendation
tnls area for the review and approval of the Board
of Trustees.

m

Perso nnel Policy and Review (Presently being implemented)

Implementation of this policy document will require the formulation of new personnel procedures and the modification or revocation
of current personnel procedures affecting the professional
non-academic
staff on each campus.
In order to provide a mechanism for this, each
campus will develop a proposal for implementation on that campus. The
campus proposal should address the detailed campus-level process recommended for consideration of individual grievances and appeals from notices
of non-reappointment, dismissals, or other personnel actions, as initiated by professional non-academic staff. Moreover, the campus should
also formulate a proposal for that University-wide process to occur
beyond the campus level. The President is requested to coordinate this
process and present a consolidated recommendation to the Board Trustees
for its consideration.
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Notification of Personnel Action Professional

st-

a

ff

Purpose of Form
PerSOnnel AcClon ' Professional Staff
~ 22 ~ 73)
(Form ilBU
B
he °rform used b y Deans Directors,
>
and Department Heads to request that the Personnel
Office take a cert-p-in personnel
action regarding a professional position.
,

^

Typical kinds of action might include:

Appointment of an individual to a professional
position.
Promotion of a professional staff member.
Transfer of an individual from one position
or department to
another.
Placing an individual on extended leave
without pay.
Sabbatical leave.
Resignation.
Etc.

Use of the Form

Relevant information is supplied on the Notification
of Personnel Action-Prof essional Staff form by the Department
Head, Principal
Investigator (when the action involves grants), Director,
or Dean of
a school indicating the action requested and
supplying the appropriate
data required to identify the position and authorize the
action.
This form consists of six pages, each marked at the bottom
to
indicate who will receive the file copy after the action is complete.

The form must bear the approving signature of the Department
Head, Dean, or the Director of the school or college originating the
request and, if appropriate, that of the Provost, Chancellor, or Dean
of the Medical School, and the President of the University.
Actions
involving grants, contracts, or trust funds must bear the signature of
the Principal Investigator as well as those which are appropriate from
the above list.

Instructions for Completing the Form
1.
Name - Enter the name of the individual to be affected by the
Personnel Action request.
Include the maiden name when applicable.
Should more than one person be affected, as when promoting one employee
and filling the vacancy with another, a separate form must be executed
for each individual action.

Employee Number - Enter the employee number of the person
2.
affected by the action if he/she is currently an employee of the Uni-
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which accompanies the weekly paycheck.

Pay statement;

3

ddress " En ter the present home
address of the person
^ action.
^he
y
If the action involves the
!?
appointment of an
i
individual who does not yet have a local
address, a temporary address
The PerSOn " el 0ffice should be notified
as soon as possible
siblekhen
when a permanent address has been
established.
aff Ctl

f

4
ture of Action - Enter a brief
description of the action
vn wishMa
you
the Personnel Office to take, such as:
:

Appointment
Promotion
Transfer of funding
Expiration of appointment
Etc
N -B.
In the case of a resignation, a resignation
signed by the person
affected should accompany the Personnel Action form.
^
Effective Date - Enter the date on which the action is
to
become effective if the action is approved. This should be
the date on
which the staff member makes the designated change (entering
a position,
being promoted, transferred or resignation, etc.).
*

In fixing the effective date, not less than five working days
must be allowed to permit sufficient time for processing the action
after receipt by the Personnel Office.
(On actions other than appointments,
an additional ten days are needed for processing by the Provost's Office.)
6.
Campus - Indicate, by checking the appropriate box, which campus
of the University would be involved in this Personnel Action.
7
Social Security Number - Enter the Social Security number of the
person affected by the Personnel Action.
If the person does not already
have a Social Security number, it is important that he/she obtain one
and notify the Personnel Office.
•

Date of Request - Enter the date on which the form is prepared
and the request for the recommended action is made.
The date should
be entered in the following order: Month, Day, Year.
8.

9.
Official Title - When there is a change in official title and/or
salary, enter the recognized official title of the position the individual
now occupies (if already a University employee) under the heading "From,"
and the position he/she will occupy after the Personnel Action has been
effected under the heading "To." If the position is other than full time,
include the proportion of time (i.e. 1/2 time) after the title.
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16 those

auchorlzed *>y the Board
of Trustees°of the University^d^h
University and they mist be used
on Personnel
forms.

Action
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after1h: dItrde^ated:
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errected
IVliZtT

2
Annual Salary Rate - Enter the annual
rate of pay if compensation \is based on an annual rate.
The present or previous rate should
be listed under "From." if applicable,
and the rate to be errected
effected
should be listed under "To."

*

act ion w iTl'be'in

^

**" Perl0d

°£

tlne the contemplated

a.

If the action requested is an
appointment on a University
trust fund, or a grant account, enter the
date on which
the employment will terminate.
(This date must be no
later than the last day of the current fiscal
year, with
the exception of the grant account, in which case
the
date must be no later than the last day of the grant
year.)

b.

The completion of this section is not necessary for
some
personnel actions (for example: promotion)

c.

If the duration is known to be of short term on a trust
fund or grant, please note under "Comments" any intention
to reappoint beyond this current appointment.

14*
Appointment Basis - Indicate, by checking the appropriate box,
whether the appointment is to be made for the Academic Year or for the
Calendar Year.
15.
W orking Title - When applicable, enter the in-house title by
which the position will be known if it is different from the recognized
official title.

Year of Tenure Decision - Enter the dates required to indicate
the academic year and the semester in which the decision as to whether
to grant tenure must be made, if applicable.
16.

17.
Primary Duty Assignment - Indicate, by checking the appropriate
box, whether the proposed duty assignment will be primarily in the area
of Administration, Instruction, Experiment, Extension, or Control.
If

you should wish to indicate other areas of
duty that will be important
although not primary, you may note it under
the section for "Comments
8
Olg anizational Unit - The organizational unit consists
of
he location U digits), the executive level
(2 digits), the major
budgetary
umt^ (2^ digits) and the department (A digits).
22.
This' section
should always be left blank and the Accounting
Office will make the
appropriate entries when it is applicable.
,

Classification of Salary - Indicate by checking the
appropriate
ox whether tne salary is to be paid from state
funds or from a trust
fund or a grant.
If the source of funding for the requested
action is
a
-ust fund or a grant, enter the title designated
to the fund by the
Accounting Office on the line marked "Name." For all
sources of funds
enter the appropriate 6 digit account number issued
by the Accounting
Office in the 6 boxes designated for this purpose
(just to the right
of the Account "Name" line).
In addition, for "03" state funds only
enter the following object code in the 5 boxes designated
for this purpose.
12410.
lhe Personnel Office will enter the appropriate object
code for all other sources of funds.
If the reappointment involves
two or more sources of funds, enter this information under Section 29Comments
.

23.
Previous Incumbent - Enter the name of the previous employee
to hold the position or use the words "New Position," whichever is

applicable.
24.
Position Number - Enter the number assigned to the position
the employee will occupy.
If a new position is involved, a position
number may not yet have been assigned; in such a case, enter the word
"New."
25.
Trust Fund or Grant Encumbered Amount - If the position is to
be funded from a trust fund or a grant account, enter the amount to be
encumbered as salary for the duration of the appointment. This figure
should be based on the weekly salary for the number of weeks involved
during the appointment.
It can include any period of time up to but not
beyond the end of the fiscal year, except in the case of grants, when it
may run up to the end of the grant year.

26.
F^r Accounting Use; Encumbered; By - This information will be
filled in by the Accounting Office, acknowledging the encumbrance and
indicating the date on which the funds were encumbered.

Trust Fund or Grant Authorization for Insurance and/or Vaca27
tion and Sick Leave .

a.

Indicate, by checking the appropriate box, whether or not
the trust fund or grant will pay the University portion
of Health-Life Insurance.
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b.

Indicate, by checking the appropriate
box, whether or
not Vacation and Sick Leave are
offered under a trust
fund or grant appointment.

N.B.
If sick leave is offered, vacation
leave must also be offered, and
vice versa.
8

rl

ipal

Investl « ator - If the action involves
a grant or
at " re of the Principal Investigator
*
f 18 ?
is necessary to
indicated
dicate approval of the action, the
encumbrance of funds, and the decision to offer (or not to offer) Vacation
and Sick Leave, and/or Insurance

trJ

;,J

^

29.
Comments - Enter in this space any additional
information
helpful to those authorized to approve the
Personnel Action. Detailed
documentation to support the nature of action
should be on a separate
memorandum attached to the Personnel Action form.

The bottom section of Copy B will be filled
in by the Personnel Office for use by the Payroll Office and
for Data Processing
Information.
For additional information concerning the Notification
of
Personnel Action, or for clarification of any specific
problem encountered in requesting a personnel action, please call the
Personnel
Office (50382)
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ANNUAL EVALUATION PROCEDURES
It is the policy of the University
that all personnel actions
involving the professional non-academic
staff of the University should
be recommended on y after appropriate
consultations have been held
Each member of the said professional
staff shall receive a full, fair
informed, and impartial consideration
based on his/her qualifications*
and experience
This consideration shall include an
evaluation of
his/her profes sional, administrative, and
service contributions to
the University
.

At annual intervals, each Department Head
shall review the
performance and development of each member of the
professional staff
and report the results of this review to the
appropriate Vice Chancellor
°r to the intermediate authority who reports
to the Vice Chancellor).

There normally shall be a personnel committee at each
level
at which personnel recommendations are made
up to and including the

Vice Chancellor and the Chancellor. At each level
there shall be
annual consultations between the administrative head and
the personnel
committee for the area. The administrative head shall retain
full
authority to recommend or not to recommend members of the
Professional
staff for promotion, merit increments, sabbatical leaves,
reappointments
or continuous appointment.
The

Vice Chancellor shall retain full authority to recommend or
to not recommend to the Chancellor on all personnel actions.
All recommendations made at any level by a personnel committee or an administrative

head and not approved by the subsequent reviewing authority shall be
forwarded to the next level up to Vice Chancellor indicating the reasons for the disapproval.
The Chancellor shall discuss with each Vice
Chancellor all personnel recommendations made by that Vice Chancellor.
Each member of the professional non-academic staff shall be
informed by his/her immediate supervisor of the personnel recommendations
made concerning him/her at each level. He/she shall have the right to
discuss with the administrative head at each level his/her own situation
with respect to salary, merit increments, promotions, sabbatical leave,
reappointment and/or continuous appointment.

ANNUAL REVIEW, PROFESSIONAL ACADEMIC STAFF
The annual review and recommendation procedure regarding professional academic staff members falls under the jurisdiction of the Provost’s Office and that Office provides any forms and instructions that
would be required.
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TENURE FOR PROFESSIONAL
ACADEMIC STAFF - STATEMENT OF POLICY

(2)

Tenure is to be recommended only
(1)
after the most careful
consideration of past and potential
contribution to the University.
(3)
In considering tenure appointment,
weight will be given
only to the quality of scholarship,
but to distinction in teaching
§
and in oervice
(4)
to the University and the Commonwealth.

noi-

All

recommendations will be expected to be considered
in the context of the overall needs
and long-range plans of the department, the(5)school or college, and the
campus as a whole.
The framework of the Board’s tenure review
will be campuswide planning presentations that will be expected
(1)
to include information
on present and anticipated percentages of
tenured faculty and distribution by rank.

The grounds and procedures for appeal from an adverse
decision on tenure or reappointment should be clearly
delineated.

Earlier Board policy statements (630-050, 64-061) provide:

A tenure decision must be made no later than the sixth
year of full-time service for which the faculty member has been
given
credit.
The five years of service prior to the tenure decision year
sll have been accumulated at the University or some may have been
accumulated elsewhere. Current practice permits counting up to three
years of service elsewhere.
Tenure recommendations will normally be made during the
(2)
tenure decison year.
Departments do not ordinarily recommend tenure for
a faculty member before the tenure decision year.
No appointment carries an assurance of reappointment or of
(3)
the eventual granting of tenure.
At the scheduled time during the appropriate year. Departments must recommend either reappointment or expiration
of appointment for faculty members without tenure.

All policies regarding tenure are currently being reviewed by an
Ad Hoc Multi-Campus Committee on Academic Personnel Policies and Procedures.
For further information, please contact the Provost’s office.
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university X
Sabbatical Leave Policy
Professional Academic Staff
rp ° se of phe sabbatical

leave is to provide uninterrupted
?^
i*PP°r unx
y at regular intervals for the professional
staff for teaching

mprovement, writing, research, professional
improvement, scholarly
S
W inf ° rTnati ° n and 6Xperience in order to
§
remain
current in°onI’s field?

3.

opportunity shall be available to all members
of the professional
staff who hold the rank of Instructor* or
above, and who have given the
University six years of full-time service.
4.
For staff memoers on academic year appointments,
a sabbatical leave may
be granted for one academic year (two semesters)
at half salary, or one
semester at full salary. For those members of the
professional staff who
are appointed to an "A" contract, a sabbatical leave
may be granted on the
following basis:
in any 12-month period a leave at half pay for 11
months
or at full pay for 5 1/2 months.
For teachers, the leave shall coincide
with the semesters of the academic calendar.

Sabbatical leaves shall not be granted more frequently than one in
seven years, with the exception that a faculty member, otherwise
eligible
for a sabbatical leave, who on the request of his Department
Head and
7.
with
the approval of the Dean, or on the request of the Dean in the case
of a Department or Acting Head, postpones his/her application
for one year,
be eligible for a subsequent leave in the sixth year after his/her return
to the University.

Members wno are on sabbatical leave may not engage in salaried employment
in this country or elsewhere, however desirable the experience.
This does
not preclude acceptance of scholarships, fellowships, or grants for the
purpose of research and study for which no services are required, or
5.

Fulbright lectureships when teaching is combined with research.

Recipients of a sabbatical leave must return to duty for at least one
full year of service immediately following the expiration of the leave.
Failure to comply will obligate the member to return the salary received
during leave, unless an exception is made by the Board of Trustees.
6.

Each recipient shall, upon his/her return, file copies of a report of
his/her activities and their results with the President, the Provost, his/
her Dean, and Department Head.
The following points of policy are indicated as the basic criteria by which
the Deans and their Personnel Committees will evaluate requests:

*Board action making Instructors eligible for sabbatical leave took
place on August 10, 1970.
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a.
Primary importance is attached to
the degree o£ professional
maturity of the staff member and of
his/her ^search P roie«' "r
o«_hc.r proposed activity.
'

Priority is given to applicants whose
studies are already in
progress and who have demonstrated,
while in the service of the
r
ty th r
d abiUty t0
ke effective use of
;avail H 1
available
time for research and professional
improvements.

b.

“

1

-

Priority is given to projects which cannot
be pursued without
continued absence from the campus. Unusual
circumstances (e.g
speciaiized laboratory equipment), may,
however, indicate the desirability of a sabbatical leave spent on
campus.
c

Leaves granted for the purpose of graduate
study which includes
course work ordinarily should not be for less
than one academic year.
d.

8
De
tinSntS and schools
in the evaluation of Sabbatical Leave requests
!f to the policy
wi'n1 adhere
relating to personnel actions set forth in the
November 9, 1962 minutes of the Board of Trustees
meeting. This policy
reads as follows:
>

It is the policy of the Board of Trustees of the
University that
all personnel actions involving the professional staff
of the
University should be recommended only after appropriate consultations
have been held.
Each member of the professional staff shall receive
a full, fair, informed, and impartial consideration
based on his/
her qualifications and experiences. This consideration will include
an evaluation of his/her teaching, research, and service contributions to the University and the Commonwealth.

"The Board recommends that at annual intervals each Department Head
or chairman should review the performance and development of each
member of the professional staff of his/her department and report
the results of this review to his/her Dean.

*"The Board contemplates a general framework for carrying out this
policy as follows: At the department level, this should include
consultations between the Department Head or other members of the
Department deemed appropriate by the Department Head. The Head
of the Department shall retain full authority to recommend or not
to recommend members of the department for promotions, merit raises
or tenure.

"The Dean of each college or school should have an executive committee or a personnel committee whose duties will include the
review of the cases of all candidates for promotions, merit raises,

*The contents of this paragraph have been modified in Trustee Document
T70-062A which permits departments to have a head or chairman, with appropriately defined responsibilities. This document was distributed with
Provost's Letter 1969-70 - 14.
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or tenure and the recommendation
of policy to the Dean
Th*
Dean shall retain full authority
to recoiend or not
rielmen to the Provost. All
recommendations made by a departmental
rsonnei
p
committee or a Department Head and
not approved by a
VieWln8 authorit y> shall be forwarded
to the Provost
indicating the reasons for the
disapproval.

^

^

"The Provost shall discuss with
each Dean every personnel recomb
that Dean
He/She Sha11 the “ discuss each recom1
W h £
hancellor before personnel actions are
presented
to the
thp President and^ the Board
of Trustees.

^ ^

^

‘

iS
e
f eV6ry member of tbe professional
staff to dis-^ uhis/her Department
P«L
cuss with
Head his/her own situation with
SP6C
aalar y> mer it raises, promotion, or
tenure.
Following
^
this, he/she
may if he/she wishes discuss the situation
with his/
a
miC
an
He/she also has the ri 8ht to go to the Provost,
ro\r
?f
to
the Chancellor,
to the President, and finally to the
Committee
on Faculty and Educational Policy of
the Board of Trustees."

^

^

9.

*

Confirmation of the receipt of a completed
application will be sent

to the applicant by the Dean.

10.. Members of the staff are invited to make inquiries relating to sabbatical leaves to their Department Heads and Dean.

UNIVERSITY SABBATICAL LEAVE PROCEDURE

-

PROFESSIONAL ACADEMIC STAFF

This statement is for the attention of all those members of the
staff who are concerned with sabbatical leave applications and
procedures:

Applicants will file sufficient copies of their request to
meet the needs of the department and the college or school concerned.
All requests will be evaluated and recommendations made by the
respective Department Head, Dean, and the Provost. All requests must
provide the following information:
a.

The proposed period of sabbatical leave.

b.

Its purpose and the location
(e.g. if an applicant has received
an invitation to do research on another campus, he/she should
include a copy of the letter of invitation)
Off-campus leaves
will receive higher priority
;

.

.

c.

The progress the applicant has made on the project previous to the
date of application, and the expected date of its completion.

d.

The prospects of publication of the results.

e.

Whether application for other financial assistance has been made,
and whether acceptance of a sabbatical leave will be contingent in

127

any way upon the receipt of a
grant from other sources.
f
'

8'

£he leave.
1

COntin8enCle3 "hlCh mlght a££ect the a

« e Ptance

of

6 ° £ the value ° £ a sabbatlcal leave
to himself and

?!®*
tU
to S!*
the University.
-

h.

A bibliography of scholarly work previously
published.

1
*

Note.

form^

^

^

queStions on the sabbatical leave
application

Information regarding Professional Improvement
Leave Policy and
Procedures for professional non-academic staff
members may be found
the section of this manual entitled Personnel
Policy for Professional Non-Academic Staff.

m
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COURSE ENROLLMENT FOR FACULTY MEMBERS
n reco ?n ^ion of the concept that
it is to the advantage of the
versi.^ y, as well as the individual,
to make courses available to it"
employees, the University has established
the following policy and procedures concerning faculty application for
course enrollment.

n

.

1.
Faculty members may make application to
participate in one or more
courses each semester, the number of
such courses to be limited, depending
upon his or her status (i.e. full-time,
3/4 time, 1/2 time) as indicated
below:

a

*

faculty - not more than 2 courses per semester
credit hours)
.3/4 time faculty - not more than 3 courses per
semester
(up to 10 credit hours)
A/ tirae faculty - not more than 4 courses per semester
(up to 13 credit hours)
(up to

k
c

•

*

7

4.

Note:

In all cases, the number of credit hours indicated
above
allows for one laboratory course of four (4) credit hours
per semester.

2.
A faculty member wishing to take one or more courses should request permission on the form provided by the University Personnel Office.
5.

3.
The request must be approved by the employee’s Department Head,
the Dean or Director, the Admissions Office of the Graduate School, and
the Provost prior to registration.

Full-time employees may be granted tuition waivers up to four
credits per semester. No more than four tuition— free credits may be
approved for any one semester or summer. Requests for such tuition
waivers must be recommended by the employee's Department Head and verified
by the Personnel Office and the Provost’s Office. Part-time employees
are not eligible for tuition waivers.

Tuition waivers may not be granted for Continuing Education courses
as this program is not supported by state appropriation.
The privileges described above apply only to the faculty member
who is specified; they are non-transferrable.
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POL ICY ON COMPENSATION FOR CERTAIN
ATO HIOWAL PROFESSION,
WHEREAS it is the responsibility of
every universitv to
C
S Sar Ch Eor new truth
d knowledge for the benefit ?'
o
mankind and

“

WHEREAS a state university is distinctive
in its emphasis on research
and
the dissemination of research
finding s as a service to the
citizens
of the state and nation, and
WHEREAS there is a great need for more
highly trained research scientists
and teachers, and
WHEREAS the University of X maintains and
supports a Graduate School for
the purpose of providing training at
the Master's and Doctoral levels, and

WHEREAS in order to provide such training
the University X must maintain
a highly qualified faculty which
is itself competent in and interested
in research, and
WHEREAS such a faculty will be more productive
and stimulating in the
teaching of students at both the graduate and
undergraduate levels, and
WHEREAS a university is recognized for the scholarly
and creative work
of its faculty, and

WHEREAS it is the policy of the University to expect each
member of the
faculty to teach, engage in research and/or other scholarly
and
creative work, and to perform a service role to and for the
University
including the academic advisement and counseling of students, and
WHEREAS it is also the policy of the University to undertake research
sponsored and paid for by grants or contracts from agencies of the
federal government, foundations, business, or other sources outside
the University, and
WHEREAS such sponsored research is of great economic advantage to the
Commonwealth in that it both supports research that might otherwise
require state appropriations and provides new processes for development by
industrial and agricultural interests,
THEREFORE, it is the policy of University X to permit compensation for certain
additional professional services within the following policies:

The first duty and first loyalty of a member of the faculty is to
the University.
He is under obligation to render to the University the
most effective service of which he is capable. No outside service shall
be undertaken, whether with or without pay, that might interfere with the
discharge of this paramount obligation.

*Trustee Document T68-060
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* qUiVa ent portion of the
faculty member’s base
*?
salary should be
salary
beTd
J
budgeted
in advance
against, and charged to the grant
or contract of the agency sponsoring
the research, provided t^? lull
PemiSSible " ithia the P^-ies of the igLcy
splor^ng the

research?

2
University participation in tests and
investigations shall be
imited to activities which lead to the
extension of knowledge or to increased effectiveness
teaching.
Routine tasks of commonplace type will
not be undertaken except where it is shown
conclusively to the appropriate
University officials that satisfactory facilities
for such services do
not exist elsewhere.

m

Research proposals shall bear the approval of the
principal investigator, the department head, the academic dean (or
in the case of agriculture
the Director of the [state] Agricultural Experiment
Station) and the Dean
of the Graduate School and Coordinator of Research
before being submitted
to the Treasurer of the University for execution.
Two extra copies of the
proposal shall be submitted for the files of the Provost’s
Office and the
Treasurer’s Office.
.

4.
Members of the faculty on academic year appointment are encouraged
to participate in sponsored research and may, when approved by
the Trustees,
receive additional compensation in addition to the budgeted salary. Such

additional compensation may be earned only during the Summer months (i.e.,
between Commencement and Fall Registration). Such compensation must be
permissible within the policies of the agency sponsoring the research and
must be cnarged to the sponsor’s funds. Additional compensation shall be
computed at the rate of l/40th of the faculty member's then current academic
year salary for each full week of research services, or l/200th of the
faculty member's then current academic year salary for each full day of research service. Maximum additional compensation from sponsored research shall
not exceed 25 of the faculty member's then current academic year salary.
/,

5.
Members of the faculty on calendar year appointment are permitted
to participate in sponsored research but may not receive additional compensation in addition to the budgeted salary.
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6
When additional compensation is to be paid
for sponsored research
such funds must be budgeted in advance
against, and charged to the contract
or grant executed with the agency
sponsoring the research.
received
as a result of an agreement with the
University for the performance of research are funds belonging to the University,
notwithstanding the fact that
nt
esulted from negotiations by an individual
Y
member of
the faculty.
Such funds, therefore, shall be administered
in accordance with
regular procedures governing trust funds.

Fu^

??rr

II*

T

/

Other Acti vities

1.
Members of the faculty are permitted to accept outside
service of a
professional nature, with or without pay, only providing it
conforms to the
following stated principles.

(a)
A faculty member undertaking outside service shall inform the head
of his department of the nature and extent of such activities
and must
obtain prior permission from the head of the department and the
Dean of
his College or School before undertaking such outside service.
A depart-

ment head undertaking outside service shall inform his dean of the nature
and extent of such activities and must obtain prior permission from the
dean before undertaking such service. A record of all such outside service shall be reported to the Provost.

When approved by the department head and dean, members of the Faculty
are permitted to teach under the four— college cooperative plan at approved
salaries which have been established by the Four-College Cooperative Plan.
Teaching for the University at other off-campus locations may, when
approved, be compensated at such rates as the Trustees may determine.
(b)
No member of the faculty shall accept or retain employment which
would bring him as an expert, or in any other capacity, into conflict
with the interests of the University or its programs of Cooperative
Extension and Control Service or the Commonwealth of the state; and if
in his opinion, proposed employment might involve such conflict, he shall
disclose the relevant facts when seeking the permission required under

(a)

above.

(c)
As a state-supported institution the University is under obligation to
render service to the people of the Commonwealth so far as this may be
practical. The appropriate school dean or other University officer shall
decide whether and to what extent this obligation can be met in the
circumstances of any particular case.

(d)
The University assumes no responsibility for private professional
service rendered by members of the faculty. When a faculty member does
work in a private capacity, he must make it clear to those who employ him
No official University -stationery or forms
that his work is unofficial.
shall be used in connection with such work nor shall the name of the
University be used in any advertising or in any other way without
the express consent of the University, given in writing by the President.
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AMENDMENTS TO TRUSTEE DOCUMENT T6 8-060
POLICY ON COMPENSATION FOR CERTAIN
ADDITIONAL PROFESSIONAL SERVICES
Section II.

Continuing Education and Public Service

Members of the faculty are permitted to
participate, with or without
compensation,
programs of a continuing education or public
service nature
he r protessional services, provided such
participation
^
conforms
?
to the following
stated principles:
.

m

Such servi ces shall be performed in programs of
(a
>,
a continuing education or public service nature which are sponsored
by the University
and no such faculty member shall so participate
without the prior
written consent of the head of his department and the
dean of his college
or school.
A record of all such participation, including the amount
and nature of services and rate of compensation, if
any, entailed, shall
be reported to the Chancellor, as the case may be. Subject
to the require
ments elsewhere herein contained, services so approved may be
performed
at any time during the calendar year.
(b)
All such services and participation shall be in addition to and
exclusive of, the regular academic and scholarly duties and services to be
performed by such faculty member, as assigned from time to time by the
University

(c)
Compensation, if any, for participation in such programs shall be
at the rate established by the Dean or Continuing Education with the
approval of the Chancellor and the President. A faculty member may
receive, during or with respect to any calendar year, such compensation
in an amount up to ten (10%) percent of his annual salary for regularly
assigned duties; and a faculty member on a calendar year appointment
may receive, during or with respect to any such year, such compensation
in any amount up to twelve (12%) percent of his annual salary for such duties.

Comepnsation permitted hereunder shall be specifically in addition
to that compensation allowed for research activities under Section I.
Compensation so permitted shall be considered, however, by deans and
department heads in acting upon requests by faculty members for permission
to participate, or to perform, outside services of a professional nature,
with or without compensation, as described in Section III.
(d)

Notwithstanding any other provision contained in this Section II,
participation in programs of a continuing education and public service
nature, as herein provided, shall at all times be subject to such further
rules of uniform application as the Dean of Continuing Education, with
the approval of the Chancellor and the President, shall from time to
time promulgate.
(e)
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EXCERPT FROM EXEMPT
(PROFESSIONAL) PERSONNEL POLICIES
AT COMPANY A

Introduction

There is no resource more vital to
the overall achievement of thp
USln< SS 8 ° als than the human
resource.
The manager is responT
application of this resource to the
performance
of work
whiih leads !to the acnievement
which
of the desired business results.
The h ™an resource is extremely complex
and dynamic requiring
challenge, leadership, and a productive
working climate to achieve high
6
levels of productivity.
the SpaCS Division Employee Relations
Policies have been
n. ?\ to set forth
established
the rules governing treatment of policies.
These policies are designed to ensure fair
and equitable treatment of
all employees on a non-discriminatory basis
while providing a working
climate conducive to high productivity. This
manual is designed to help
managers understand the policies more fully and
provide methods for their
effective implementation.
>

-
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proposed manpower nrvp
lopment program
Introduction

°* building and
tainins the depttTnSInp^
mainren and futurc business
needs of a department,
division and ornnn
t*
of employees, all of
SeS a wide s P°ctrum
whom in this consideration
u*ould ?f
*
b ° Passional or
exempt, which could be
categorized asn

New

o

o

•

o
o
o

entry level employees
Functional individual
contributors
Foreman and first line supervision
Functional managers

General Managers
S

aotion^Tn^

^°“ ld b °
° rmance

to take

COI1 tribution in their
current position and to initiate
the r own mans in
re
arat
ion for future
P
P
advancement and Growth -- the Prnn n
must! assu
prime
for his or her sdf ie^loDm^t
responsibility
?
must assure that
training and development
needs have
opr,ate
are in place to provide the
p
necessarv manpower
thei busi nesses.
Management should also encourage
self-develonm
*
^ neces3ar >'
resources to facilitate individual
i

T

™

‘

-wit/L ^
/
‘.

achievement

Manpower development is accomolished
Exempt Relations Programs:
o
o
O
o

in

in

ius ajea!™'

varying degrees as a part of
several

se tting, work planning and
review process
Informal on-the-job coaching and
counselling
®
pprformcinr'n
——
aioai IJJ. uurbb
Annual Manpower Review process
Identification or staffing and
manpower needs
Identification of High Potentials and
promotables
Individual career planning

'

o

Individual development planning

Education and training program opportunities

Manpower Development

Priorit ies

Managers should focus their attention on development of
those emoloyees who
have demonstrated the desire and/or potential for
further advancement
and strive to develop a meaningful plan for each on a
near term basis
the next one to two years -- within the framework
of a longer term career
direction which has been agreed upon by the man and
his manager. Guidance
counselling, assessment and validation by the Employee
Relations, Organization and Manpower function should be an integral part of and
should

—

appropriately influence this planning.

Individual development planning should be
priorities:
1st

~

2nd

~

Please refer

Approach

to

committed

in line

with these

Job moves - v/ork assignments
On-the-job exposures
Development and training program/course exposures

to Exhibit

"A"

for typical

examples

of these

exposures

Manpower Development

To the extent possible, specific move commitments should be made
for each individual within a two-to-three year time frame. All
moves of work assignments in this consideration should provide a
new v/ork experience, one that will contribute to a better functional

o

or business management understanding and competence and should
provide an opportunity for the man to demonstrate his capabilities
apd performance.

Where practical, moves

o

-

work assignments should be planned and

carried-out on a continuing basis.

Training and development opportunities should be used to supplement
job moves and on-the-job exposures. Promotable employees should
receive priority consideration for these opportunities as opposed to

o

outside hires.

As

a part of the affirmative action plan, particular attention should be
given to providing training and development opportunities to meet the
unique needs of minorities and women.

O

Implementation of Manpower Development

These steps should be taken

p

Identify,

in

carrying out job moves for promotable
'

employees:.

;

.

..

.

“V;

.

for each, the next assignment type that will best facilitate
of the individual.

development

-as

••

to these individuals and
candidate search process);

Placement preference should then be given

--

openings occur (the first step

in the

Blocking positions for whatever reasons should be forced to open
up developmental opportunities for high potentials where practical;
"
and
‘

•

•

•'
.

--

Assignment opportunities
where practical.

in

other groups should be searched out
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NOTE:
.

Recognizing managerial reluctance to free-up top
performers for other organizations, reporting of
interview, offer and placement activity will be

made

o

to

key management

at least annually.

Individual development planning, including job moves, on-the-job
exposures and training development courses, should be accomplished
as a part of the Annual Manpower Review process. This planning

should be recorded on the

CMMD-3

form.

A

o

goal setting, work plannirg and review process should be implemented, placing prime emphasis on managerial coaching to realize

performance improvement.
o

A work performance

0

Managers should carry-out career discussions with their employees
to the greatest extent practical and as an on-going process. The
Annual Manpower Review process provides one vehicle for formalizing
the results of these discussions. The Employee Relations, Organization
and Manpower function should provide a resource of trained professionals
to assist with career discussions when requested by management or the

appraisal process should be implemented that
has as its prime purpose the motivation of employees and stimulation
of self-improvement. This process should be focused on the work to
be accomplished, should encourage candid dialogue on performance
and development matters, should be highly flexible in terms of
structure and should result in understanding on performance status
and agreement on follow-on actions that can contribute to future
improvement in the working relationship and work per'ormance.
This type appraisal should be conducted at least annua. ly. Although
the CMMD-3 serves to meet a documentation requirement, it should
not be used as a substitute for the work performance appraisal process.

employee.

o
‘

'

•

The Annual Manpower Review process should also be used to identify
new and replacement staffing needs, to identify promotable employees
and to collect manpower data for demographic analyses, i. e., time in
job, etc.

•••'

results should be used as a factor in
(Compensation administration
and
planning.
salary determinations
should provide for the specific assessment of planned salary increases
for employees judged to be poor performers, high potentials, etc. to
ensure discrimination in size and timing of increases.

Manpower development planning

o
"

Other Considerations
Although these guidelines are oriented to the
business interests of manpower
development, the individual's interests and desires
should be taken into full
eonsideration, even though he or she may not meet
the promotability

criteria
outlined m this program if the outcome of
improved job performance and
satisfaction is achievable.

Management should also provide employees

the opportunity to participate in

an open self-nomination process for positions in whic
h thev have an interest
and for which they feel qualified or for other self development
opportunities
described in Exhibit A. An effective management review process
needs to be
in place to ensure that follow-on placements are
accomplished in the interest
of the individual and the business.

Counsel and Measurement
The. Employee Relations or Organization and Manpower function is responsible for counselling managers in the implementation of this program,
for
independent assessments of manpower and for measuring effectiveness of the
program. Manpower development ability is a key aspect of managerial
effectiveness and should impact on the overall performance ratina of managers.
As a minimum managers should be held accountable for the development of
backup candidates for their own positions.

MANPOWER DEVEI.OPMVM T PLANNING P.nm
Job Move s

-

Work Assignments

m

,

1)

(

o

Cross Functional

o

Cross Department/Division
(Product)

o

Within Function

o

Within Department/Division

0

^ or

(2)

more Sub-Functions

(3)

On-the-Job Exposures
o

Job Redesign/Enlargement
Stretch Goals

Involvement

in

Business Decisions

Task Force/Study Team
Acting Manager
Etc.

Development & Training Courses & Programs
o

Department, Division & Group

o

Crotonville

o

Outside Company

(in conjunction

with

1

&

2 above)

Assignments must be meaningful and measurable; assignment
manager should desirably be "development" oriented
For Potential General Managers

For Potential Department Layer Functional Managers
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EO/MR PRACTICES
c

I.

-

EXEMPT EMPLOYEES

PURPOSE
The purpose of this Division Policy on EO/MR Practices
Exempt Employees is to:

-

A.

Specify and describe the personnel policies and
practices considered essential to the effective hiring
growth, utilization, and retention of the Division's
exempt women and minority employees.

B.

Provide all exempt women and minority employees
with a clear understanding of career paths available
and the treatment that they may rightfully expect as
professional people as well as the actions that in turn
are expected of them.

C.

Provide guidelines for managers to use as a consistent
base for decision making in all matters involving
exempt women and minority employees.

The EO/MR practices defined in this policy establish a sound
basis for the development of plans and programs to achieve
overall EO/MR goals and objectives. These EO/MR practices
are logical extensions of effective employee relations practices
that should be used for all exempt employees. Managers should
attend to the challenge and opportunity for positive action in
processes that can improve the motivation and productivity of all
their exempt employees.

(

II.

STATEMENT OF POLICY
It is

A.

y

the policy of the Division

to:

(Adapt to Group/Department as
appropriate)

a civic leader in programs and activities which enhance
equal opportunities for all citizens within the various communities in which the Division operates.

Become

•

B.
'

•

Develop and maintain managerial practices that reflect affirmative
obligations to exempt women and minority employees and a
concern for promoting a productive work climate; and that
employee
reflect the obligation of each exempt woman and minority
business
of
to dedicate her or his talents to the attainment
objectives.

»

I

:•
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C.

Give meaning and substance to this policy as it applies
to exempt women and minority employees
through regular
and candid communication between an employee and
her
or his manager about these practices.

D.

Establish specific EO/MR goals and assign responsibility
for
their accomplishment.

E.

Provide for quarterly review and measurement of progress
and pei formance m the area of affirmative action and
related
managerial commitment.

F.

Integrate the provisions of this policy with other existing
Division policies that are designed for effective management

and utilization of

III.

)

all

exempt employees.

APPLICATION OF POLICY
Each manager is responsible for application of this policy within
his component. This includes initiating plans and programs related
to the following practices areas that will assure understanding,
acceptance, commitment, and compliance within the framework of
this policy.

A.

Sourcing
1.

Establish a continuing process for the systematic
forecasting of manpower needs, and development of
realistic candidate specifications pertinent to job

-

requirements.

EO/MR Recruiter who is an
especially qualified individual to be exclusively
responsible for the selection and placement of exempt
women and minority candidates.
Assign a Professional

2.

3 . ...Develop and implement creative and innovative approaches
to identify and attract women and minority individuals
as candidates for openings.

"

•

Provide interviewing and evaluation skills training to
hiring managers with particular emphasis on objective
understanding of cultural and social background differences
and concerns of women and minority candidates.

4.

’
’

-

.

\

’

*

I

!l
t

;
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Prepare area and community information

5.

that describes

alternatives available to satisfy personal and/or
family needs, e.g., housing, education, services,
social activities, transportation, etc.

Maintain an EO/MR Continuity Plan which outlines
methods and alternatives available to strengthen the
employment security of exempt women and minority
employees so far as to offset or minimize the adverse
impact on them of a reduction in force in the

6.

organization.

Development

A

planned program of orientation, beginning with engagement processing and continuing through complete work

1.

responsibility assignment and understanding, should be
conducted for each exempt woman and minority employee
as selection and placement actions are completed.
of exempt women and minority employees
should support the individual's efforts and requests
for on-the-job coaching and counseling to maximize work
results and performance.

Each manager

2.

'

Participation in educational opportunities to develop

3.

work- related skills and to improve potential lor future
growth should be scheduled when individual need for
such experiences has been identified.
4.

to provide career planning
assistance, including a realistic assessment of the individual's
.'-...career objectives and his near term job assignment targets,
identification of ways to gain necessary experience and skills,
and the development of agreements about what each will do to
support the individual's career plans in the period ahead.

Managers should be prepared

•

.Procedures should be in place to inform employees of job
opportunities and their pre-requisites and to allow them to
register their interest in specific opportunities. Particular
emphasis should be given- to documented plans for individuals
who have been identified as high potential who management
anticipates will move upward to a specific higher position level.
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5.

An awareness program should be

in place which
includes seminars and discussion groups
or workshops designed to create a management
awareness
of the obstacles exempt women and
minorities face
and the distinctive social and cultural
difference of
minority groups.

Management/Emnlovee Attitudes

fc

)

Commitment

1*

Establish a systematic program to
periodically involve managers, supervisors, foremen and
exempt
employees in an assessment of their attitudes
toward
equal opportunity and affirmative action
and to measure the effectiveness of communication in
this area.

2.

Provide a specific communication process
for all
employees by which they may bring to the attention

of management their suggestions,
recommendations,
problems and/or complaints regarding EO/MR

matters.

3.

Communications modules should be developed, aimed
employee population as well as the management population, to increase awareness as to "what
it's
**11 2-bout
in EO/MR.
These should be adaptable to
meet location need and each component should undertake
a program to communicate its EO/MR objectives and
goal-setting procedures down through Unit layer
management.
at the total

4.

\

J

Annually,

on a rolling five year basis, specific hiring
and upward mobility plans and goals for exempt women
and minority employees are established and documented
fox Ca.ch section level (or lower) organization
component
as a key element for the periodic measurement of manage-

ment responsibility, accountability and performance

in

EO/MR.
5.

Managers, supervisors, and foremen are held responsible
and accountable for equal opportunity and affirmative
action.
This responsibility and accountability should be
documented and transmitted through line management
channels to each incumbent as an inclusion in their
position guides.
At least once a year the performance,
involvement and contribution that each manager, supervisor and foreman has made in the advancement and
enhancement of EO/MR should be documented as part of
his annual performance review.
(This would be used to
assure that EO/MR performance is considered, in
compensation and promotional decisions.)

1

*
.
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EO/MR

Documentation

Each

component should develop, implement,
and at
least quarterly review an
Affirmative Action Plan
appropriate for its separate
operating locations.
Such Plans should incorporate
the general "-uidelines presented in the Corporate
Affirmative

Action
Plan format approved by the
Federal Government.

Consistent documentation formats and
practices for
tracking and reporting EO/MR
performance and results should be established to
facilitate communications to managers and for
consolidations of data
needed for upward Corporate renews
and government
compliance reviews.

Wherever possible, when
of substantial magnitude,
sing should be utilized.

the data

management needs are
mechanized information proces-

External Programs
1.

There should be position guide documentation
and

in-

dividual assignment of responsibility
and accountability
for programs which extend the company's

involvement
and support to community institutions and
resources
which will facilitate and enhance the attraction of
exempt
women and minority applicants and the educational,
social and economic progress of the minority
community.
2.

Establish and maintain constructive relationships with
and minority interest groups as well as government agencies in the community to assure understanding
of and effective response to emerging problems,
concerns
and pressures.

women

Organization

A

1.

.

r

....

position should be established, sufficiently high in the
Division organization or department structure, to develop,
integrate and direct a total Division EO/MR program with
responsibility for performing work of Corporate/Division
impact, and accomplishing details of this work through

existing components in a manner consistent with their
character of basic responsibility.
.

150

2.

Each component should assign

to an exempt person
monitor and report on the
component's Affirmative Action Program and related
equal opportunity activities at each plant, location,
and to coordinate and integrate such efforts with the

the responsibility to plan,

Division

IV.

EO/MR

position.

RESPONSIBILITY FOR COUNSELING
The Personnel representatives assigned

to

each component and

location of the Division will provide counsel with regard to
interpretation of this policy and will be responsible for establishing the performance measurement system.

i

EXEMPT COMMUNICATION pro gram
objective of

employee communication is to achieve the
understanding
ppr va
support, anti contributed value oi
employees towards the "tnl-, of the''
business. These goals should be balanced
considering tSe needs and rcaute
ments of our customers, community,
shareowners, a^d
,

enXcet

Communication is an essential function of any
organization. it can help overnormal operating problems, and is usually
management's chief reliance
f®”®
* to .»• k< * 10
cooperation, performance
morafe rf

Xd

ug!l communication, the organization
is able lo exert a constructive
influence “f° eC °” 0
C ' p0litica1 and soci; '‘ a >'<=nas which
can help to insure
H growth and
i probability
the reft
continued
of the business.

m

•

'

An

effective communication process requires
that the interests of all employees
are considered. However, many audiences exist
in the organization and
various mecua can be utilized to address the interest
of specific groups of
employees over-and-above the basic communication urogram.
The emphasis
of any good communication urogram requires
an audience identification orocess
and consideration is being given here to the exempt and
managerial work group
although the approaches that follow can be used with other
groups also.

’

Effect i\ e communication, as an integral part of che
management uroccss, should
be treated with the same degree of importance as other major
business activities.
Management should establish the communication policy for the organization,
provide guidelines, resources, and assign responsibilities. Achievable
objectives
should then be developed, and management should measure the results.

COMMUNICATION POLICY AND OBJECTIVES
The real measure of effective communication is what actually happens, in what
kind of environment, and with wnat consistency over the long-run. Communication
consists of both words and actions. But to set the framework within which to
operate the business aiso means that management should set the communication
framework. Many organizations have a healthy communication philosophy, but
have not documented their communication policy. A published communication
policy will help establish the degree of openness within which a communication
system will operate. It will help the workforce to understand the operating
environment.

To a large

the success of the organization depends *on teamwork at many
communication system could be improved by
establishing published policy guidelines and objectives. The overall objectives of
an effective communication program should include these elements:
extent,

levels, and the quality of the

’
•

•

.

•

To assist
business.

in the

attainment of the operating objectives of the

To help improve performance and

•

at all levels.

To enhance

•

the corporate

job satisfaction of employees
J

image with the employee and community

public.
•

To win understanding, approval, and support of the organization's
position on vital economic, political, and social issues.

•

To keep management informed of attitudes, trends and reactions
among employees and other appropriate "publics" as an aid to
decision-making and control.

ORAL COMMUNICATION
The following ORAL communication media should be a part of an effective
communication program with suggested frequency to involve all exempt
employees:

Meetings - Managers should conduct staff meetings
with their exempt employees on a regular basis. Meetings
need not be very long, but should have a predetermined time
in order to have each calendar so committed.
The agenda
should also be distributed prior to the meeting in order to
maximize not only the staff meeting, but the employees’ time
subsequent to the meeting.

1.

Staff

2.

Management eetings - Wherever practical, top management
within a component should meet with their exempt employees
at least once a year.
These can be essentially state-of-the
business meetings; perhaps with reports on spec al projects
By establishing, let us say, top management at
in progress.
the unit level and above approach, a number of meetings will
result within the physical facility, and overall communication

M

should be improved.
3.
.

r
:

•

Roundtable Meetings ( including "skip” level) - Small groups
of exempt employees (15 or less) meet with the general
"manager or a functional manager as the discussion leader.
These can be either cross-functional meetings, or within
a function. Open discussion should be encouraged during
these meetings. These meetings pinpoint the concerns of
employees, and they also contribute to better understanding
of the business. Notes should be kept during each meeting
as the basis of possible later communication, and to be
certain that items that require follow-up are pursued.
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Employee Orientation - Employee orientation
f«r
both new employees to the Company and
employees transferring
from other Company
locations. These orientation
sessions should provide the now employees with an overall
view of the operation. New employees might have
"buddies"
assigned for the first few weeks of t lie new assignment,
to help
soften the impact of the new environment. The
orientation
should begin, wherever possible, on the first day of the
new

4.

m

assignment. Some components now have an audio-visual
package which provides certain portions of the orientation being
automated.
1

5.

Private Discussions - The exempt employee should have
frequent opportunities to meet with the manager or supervisor
on a private basis. Performance appraisals provide tlus, but
informal meetings can be scheduled at other times to give the
manager and the exempt employee a chance to have a discussion
on mutual concerns.

6.

Complaint Procedure - Occasionally exempt employees have
complaints which cannot be resolved with their manager.
It
is essential that an organization consider developing a formalized
complaint procedure which permits the employee to seek avenues
of relief when his or her concern cannot be handled at the immediate manager level.

7.

Cross Function/Cultural Seminars - Employees should be
exposed to one-day or partial-day meetings at which time lectures
could be hold on various subjects including both technical
and cultural sessions to enhance awareness. For instance,
an engineering manager could visit manufacturing and lecture
on some engineering process which would make manufacturing
employees more aware of technical needs and concerns. Sessions
can be run on cultural awareness as it pertains to minority
and women employees in the workforce.

Management Association Meetings - Meetings involving members
of Elfun, Foreman Associations, and various other localized
clubs where exempt employees participate can be another important

8.

'

source of communication. Although the officials of these organizations have a free hand in the development of programs for their
organizations, management should cooperate in helping to fill
.....
requests for speakers and should attend either as a member or

when
.

g.

,

...

invited.

.

-

’

Personal Recognition - One of the most effective ways to
communicate is a personal visit or phone call from a manager
to an exempt employee in which the manager commends the

9.

.

••

individual for an on-the-job, professional, or community acliievement.
Such personalized recognition takes time, but it can be well worth
employees.
the effort in terms of building good relations with exempt

I

V

WRITTEN COMMUNICATION
WRITTEN communication media should be considered
as a part of an effective communication program. Obviously, not
all of the below are applicable at every location.
Some of the items
may not seem to be a traditional communication method. However,
when designing a t otal communication process, the following areas
have one essential element. All of the below open up the process of
The following

two-way communication.

Exempt Emp oyees Handboo k

1.

l

-

This can be an important element

exempt employee communication program. In additon
to covering the subjects most commonly found in handbooks
distributed to all employees, this exempt handbook could
be a personal reference document written specifically for
exempt employees. A frequent problem within exempt groups
has been their lack of familiarity with a component's policies
and practices. The handbook could cover such subjects as career
in an

planning and counseling, the salary administration system, the
complaint procedure, the promotion and advancement system,
including the transfer policy, the lack-of-work procedure, and
the organization's business charter and goals.
2.

P erformance Apprai sa l s/Career Discussion s

3.

Self-Nomination Process - A formalized communication process
for self-nomination could be a significant method for dramatically
improving upward dialogue on career expectations. Establishing
this system would open up communication between the employee and
management relative to his or her qualifications as related to some

- This one-on-one
communication process is generally not thought of as a part of
a communication program, but it could be considered one of
the most important individual dialogues which takes place between
a person and the manager.

positions in the organization.

Management or Exempt Newsletter

4.
•••••'

monthly.

'

’

-

These should be issued at least
exempt employees

of special interest to

detailed explanation of items that may also appear
in all-employee publications and information on pay and benefits
applicable only to exempts. Some of these publications could go
"only to those with managerial or supervisory responsibilities
indicated.
so it's important that such distribution be clearly

including

''

Items should be

more
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Management or Exem pt Bulle tin - This could be issued on a
distinctive letterhead on an "as needed" basis, usually on short
notice. Subjects covered in this should be timely and in the

5.

category of unusually important announcements or emergencies
which merit the immediate attention of the recipients. You
should have the capability to issue and distribute such a bulletin
within a few hours to help stop rumors by getting the facts to
key employees before the information may be miscommunicated

through other sources.
6.
.

All Emp lo yee Publica ti ons - Material appearing in all-employee
publications will noi necessarily appeal to every reader. Consider
the information needs of exempts that can be met in the all-employee
publication without sacrificing the space needed to do an adequate
job of communicating to the other employee groups. Examples
would be patent award announcements, announcement of the
meeting of professional societies, etc.

The all employee publication is a good vehicle for recognizing
the accomplishments of exempt employees. Because it's also
read by other employee groups, it helps make the point that the
work of exempt employees contributes to business success and
job security for all.
Lett ers - An occasional letter from top managers in the
organization to ail exempt employees can be a useful means of
communication. These letters can be either to a select
group of exempt employees or to all exempts. Of course,
a personal letter to an exempt employee is also appropriate
at times - especially when management praises an individual's

7.

achievements.

Corporat e Publications - Be certain that prompt and accurate
distribution is made of the Co. Report for Managers, the Monogram,
and other corporate publications intended for specified exempt

8.

groups.
9.

10.

.

,

Reference Material - Consider a "supervisor's handbook" which
consolidates company practices. If such a publication is issued,
be certain it is updated frequently.

Surveys - Attitude surveys are another form of upward
communication, particularly since they assure anonymity and,
therefore, encourage employees to express their true feelings.
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SUMMARY
summary, each medium has its advantages
and disadvantages some are
surprisingly adaptable, but none will
necessarily Lll iTtho communication
needs required. As a general rule,
media choice should be among the last
things to consider when developing
a communication plan. T
o summarize the
various alternatives available, the
below information should be considered
a
quick reference checklist:
In

ORAL MEDIA

WRITTEN MEDIA

Meetings
Quarterly informative meetings
Roundtable conferences
Annual business report meetings
Orientation
Staff

Organization announcements
Policies

Procedures
Reports

Management bulletins
Management newsletters
Employee newspapers and magazines
Daily new digest

Assignment giving
Performance Appraisals
Self-nomination system
Career counseling
Complaint handling

Work place meetings
Walking the shop and

Letters

Reading racks

Pay
office

envelop-: inserts

Bookl ets
Posters

Employee annual reports
Materials

AUDIO-VISUAL MEDIA
Slides

Motion Pictures

Film strips
Chart talks
Closed circuit TV
Sound-action exhibits

SUBJECTS FOR EXEMPT COMMUNICATION
Management has many avenues open
important

to

to

communicate with employees.

determine specific information needs

It

is

of employees,' as well.

Performance appraisals, roundtable discussions, and private meetings will
help to insure upward communication, but broad-based attitude surveys also
get at the pockets of concern which may not normally come to management's
attention.
The results of these employee and community attitude surveys
could be incorporated into the communication plan. Briefly outlined below
is a partial list of some of the subjects which could be considered appropriate
for an

exempt communication program:
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Business-Related Information
State of the business

,o

News about customers and competitors

o
o
o
o

Industry news
Technical developments

Economic news on

the national issue

Organization and Personnel Changes

Announcements
Announcements

o
o

Recogn ition
o
o
o
o

of

of organizational
of promotions

changes

Personal and Group Accomplishments

Recognition of outstanding achievements
Recognition of National Engineers Week
Published articles written bv exempt employees
Recognition for exempt employees who are teachers
or instructors

Compensation Information
o
o
o

Information about the pay plan
Provisions for salary continuation
Salary reviews

Employee Benefits Information
Sick and personal time olf
Detailed information on the various benefit plans

o
o

Equal Employment Opportunity and Affirmative Action

Describe the "affirmative action plan"
Progress made in hiring and promoting minority,
and older employees
...

o
o
...

Other Personnel Practices
o
o
o
o
o
o
o

p

women

......

.

.

Explain performance appraisals
Opportunities for career counseling
Explain transfer policies

Hours of work
Prcblem-solving procedure
Vacation scheduling
Leaye-of-absence policies
Self-nomination procedure and results
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CONCI/USION
In order to communicate effectively, it is helpful to have
some insight into
the findings of social scientists who have conducted research
on the communication process. Out of these studies emerged certain principles
which may
have some value:

The

credibility and motives attributed to the communicator have
a profound influence on the reception of the message.

1.

The most successful communications are those which reinforce

2.

some of the audience's beliefs, those which state
conclusions as well as premises, and those which call for action.

at least
.

3.

4.

People are interested first in people, then in things, last in
ideas. Their attitudes and opinions are strongly influenced
by the groups to which they belong or want to belong.
It is

better to

communicate information

period of time than
obviously prolongs

i

little by little over a
once. Repeating a communication
its influence.
all at

5.

Short sentences, familial' words and active verbs make
communications both interesting and persuasive.

G.

In changing opinion, oral presentation tends to be
than the written word.

7.

Only rarely

8.

Mass communication

more effective

is it possible for communication, particularly over the
short range, to change deep-seated attitudes or beliefs.

alone is hardly efer an effective- agent of

change.
In the final analysis, there cannot be too much emphasis placed on optimizing
the uses of communication in the organization, or in improving communication

j

l

.

.

Finally, there must be management commitment to
skills at all levels.
establish and support the communication policy, set realistic guidelines
and objectives which can be measured, grant the resources, apply the skill
and patience to provide constructive and imaginative contributions to the

business.

i
l

;i
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EXEMPT RELATIONS ADVISORY COUNCIL
Exempt Handbook Content

Objective:

An exempt handbook

is a communication vehicle intended to fill the informaexempt employees in policy areas affecting their business
careers. The optimum result of such a communication tool is to relate to
both managers and employees what to expect from the Company and what the
Company expects from them. The handbook should provide the employee with
a general understanding of how the total professional human resources system

tion needs of

functions.

Conditions and Variables:

What are

the communication needs of exempt employees? They vary within
employee groups, either organizationally or functionally. Likewise they
differ from one business to another, and from one location to another. While
a general philosophy on the treatment of exempt employees exists throughout
the Company, the emphasis placed on specific topical areas in communication to employees can be quite different. Take as an example a small plant

manufacturing a standard product, operating for twenty years in a small
community where almost all the exempt workforce has been hired locally.
In this example, turnover is extremely low, Company service averages 15
years, and the most recent measurement of employee attitudes indicates no
significant concern with promotion policies. To provide this group of
employees the identical communication on promotion as a group of employees
in a large, rapidly expanding, multi-product business may not be appropriate,
since their attitudes on this subject may be negatively affected. Before the
scope of the text items in a handbook are defined, one should identify the
employee needs in these areas.

communication environment present at the facility? Is there an
of "openness" between management and employees? What communication vehicles are already in place and what are their frequency? Answers
to these and similar questions may determine the approach and timing, of
publishing an exempt handbook.

What

is the

atmosphere

While the Company philosophy on the treatment

of

exempt employees

is universally

stated, the particular policies in effect at group, division and department levels

For example, exempt employees should receive consideration for promotional opportunities within the Company. This is a statement
of position. Some organizations have gone a step further and have initiated,
ihe point to be
policy instructions on the condition of employee availability,
considered here is the existing support in policy for statements that could be
ngade in an exempt handbook.

may vary

widely.

I

I

!>
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Manager Role

o

- The need exists to define
the relationship of the manager to the employee in the performance evaluation
document and
subsequent discussion. If a onc-ovcr-one management
review of the

performance appraisal document is obtained prior to discussion with
the employee, the reason for this procedure
needs to be stated. The
source of performance input (i.e. interfaces, task leaders, etc.)
needs

to be identified.

While the employee needs to understand the manager's role, the manager
may need more detailed communication on the "what" and "how" of
preparing performance comments. This detail may be treated sepa1

o

atcly in a policy, instruction, or separate hancibook for

Frequency

of

occurrence

-

managers.

Both manager and employee need to know

the frequency in time of performance evaluations. What conditions, if
any, that would shorten or extend the time interval of performance
appraisals also warrants comment. If changes in responsibilities in the
same position or transfer or promotion to another position occur between
the normal performance evaluation time period and management considers
such instances appropriate to appraise performance prior to assumption
of new responsibilities, this procedure should also be stated. Likewise

should be mentioned, if appropriate, that the employee can request
a performance evaluation, if the need exists. An example of this
instance might be the employee requesting performance evaluation after

it

six months on a

(

Man power Review

-

new

job.

An explanation

of this topic

should include:

The purpose - While Manpower Reviews have existed in most Company
organizations for a number of years, employee knowledge of such
reviews may vary a great deal. This circumstance needs to be
considered when approaching the communication of this topic.

o

The overall human resource planning nature of the review in light of
the goals of the business may warrant a general comment to employees.
Their need to know may be considered of a more individual nature with
respect to how the Manpower Review affects the individual.
’

:

Managers, on the other hand, need to know the detailed description of
staffing goals,
the "big picture" as it commits them to organization and
back-up
development,
high-potential
affirmative action targets,
requirements for their own positions, and identification and action
planned on marginally performing employees.

forms
in the review also needs to be defined. What
Individual
the
as
such
Forms
submit?
to
required
are the employees
need to
Experience Record (CMMD-2 and 2A) in essence a resume,
inpu
quality
assure
to
order
in
have their use explained to the employee
Development
and
Evaluation
the
as
Likewise the use of such forms
evaluation
Summary (CMMD-3), where employee input and manager
the employee.
its use, needs to be explained to

Employee involvement

_

.

is

embodied

in

9
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Promotion and Transfer - This topic is usually
of considerable importance to employees and should contain
sufficient detail and clarity to
promote employee understanding. Treatment of
this area mav vary
from organization to organization, depending
how "open" (i. e. job
posting) or "closed" (i. e. a procedure totally
secret to employees) is the
present method employed in promoting and
placing employees. Treatment
of this topic area should include:

A

definition of promotion, placement,
developmental transfer or
other terms employed to identify types of job
movement. While
this may seem obvious to some, others
do not possess a clear
understanding. For example, an employee might
consider a
promotion to be an instance where job title and increase
in position level
occurs, whereas promotion includes an increase
in position level
within the same job title, as exists in so-called
"generic" positions.
Placement to some means a condition (i. e. lack-of-work)
where the
employee has to obtain another position. The point to be made
here
is that understood definitions are imperative
to the discussion of

promotion and placement.

and quaIifications make
employee promotable?
P iec es ci other practices need to be brought together
..ifi
Tn
In adduten to possessing the
requisite qualifications for a given
e
1,aS ;JerfCrmance overaI1
n’-onagerial
Lse“mc^' of1 1 t--’ Iung term
!
vaiue of the employee to the business
^
ReVieW data> a" d the fitted career interest
of
the employee (l. e. career-counseling
information) are considered.
n

t

Here some

i°f

tL

'

Wi

J;T°'T

'

'

How do promotions and transfers occur? The
system employed by the
organization to effect promotions and transfers
need to be defined.
Candidate Slates

Who prepares them?
When are

they required ?

What conditions warrant nomination?

•

Employee Availability

What time period constitutes normal

job tenure prior to

being considered for other positions?

Present Manager's Role
)

What are

the situations in which the manager might refuse
availability in light of the needs of the business?

l

51
»
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What should the manager communicate
when availability is denied?

What
in the

is the

area

to the

employee

manager's role in counseling the employee
career moves?

of

What

is the manager's role in initiating action
employee promotion and transfer?

-

to effect

Employee Relations Role

What

is Relations' responsibility in

candidate-slate

preparation?

-

What

is Relations'

What

is Relations' role in

role in

recommending?
Employee Counseling?

Hiring Manager's Role

What

is his

requirement

to

provide meaningful and reasonable

position and candidate specifications?

What

is

Ms

responsibility in providing meaningful feedback to

candidates not selected?
.

What

is his responsibility to the

Company

in staffing positions?

Employee Role
Accurate description of past experience
Meaningful description of career objectives

Reasonable expectations regarding worth to the Company
•Indication of job/career interests

Communication Systems
o

the normal channels of communication within the organization and what are the purposes of each? Items to be covered

What are

would normally include:
.

.

•

Plant news
Management communication

meeting
Roundtable

Staff
.

I

...

Manager' 5 Role - discuss the
manager's responsibility for
frequent and detailed communication
on topics of interest
to the business and to
employees.

Employee Responsibility - Discuss the need
for effective t"’o
"
way communication and the employee's
responsibility for
upward communication. of information
which may be of
importance

to the business.

Probiem or Complaint handling System Define the orocedures
available for the discussion or resolution
of employee problems

01 concerns and the avenues of
appeal available
perceived inequity of treatment.

p esented,
employees.
o

o

in

cases

of

This topic needs t0 be su ccinctlv
older to ensure uniform understanding
and acceptance
bv
P
Discussion of this topic should include:

in

Description of "Pay for Performance" including
position-level
structure and the meaning and content of
structure changes.
IIow salary adjustments are determined,
including relationships
such factors as budgetary constraints, marketplace
trends

cn

r Pa tiCUlar skills ’ pccr comparisons, the
value of the position
f°
to *u
the u
business, promotability, and

performance.

o

Salary forecasting - Provide discussion to the effect
that forecasting is a plan of position level and salary adjustments.
Comment needs to be provided on the business planning, or-ttotal
picture nature of the forecast, making the point that individual
salary actions may be different within the total plan. Planning
targets such as average increase, net effect on payroll, budgeted
effect on payroll, percent to position rate, percent of
employee
participation (number of employees receiving salary increases in
the period being measured), average monthly interval between
salary adjustmens, and weighted average position level may also
be defined and their use explained. While it is a discrete point,
the subject of salary action versus salary review may be discussed.

o

Manager resoonsibilitv

- Discuss the manager's role in determinin
salaries and communicating information to satisfy employee needs.

o

Relations responsibility - Discuss Relation's role in
constructing
and monitoring the total salary plan. State Relation's
responsibility to provide management with salary survey
data. Define
Relations' responsibility to provide employees with salary
information if such is the practice. Comment on Relations' role in
providing general advice and counsel to both managers and emplo-

yees

in the

area

of

compensation.

Employee needs- State the information common to all that an
employee should expect to receive from the manager on the topic

o

of

compensation.

Overtime Payment

o

- While the handbook is probably not the
proper
place to define a detailed procedure on overtime payment, a
general discussion on the difference of casual versus paid overtime might be in order.

Career Counseling and Planning

-

of a definite policy, the following

While this topic is usually not the subject
areas might be covered:

o

Employee responsibility - State the employee's responsibility as
the major party involved in his or her own career planning.
In most cases the employee should initiate career discussions with
the manager or Employee Relations. The employee is responsible
for gathering sufficient data to construct meaningful and reasonable
career goals.

o

Manager responsibility - Define the manager's role as one cf a
counselor directing employees to other sources (i. e. Relations
and other functional managers) to provide them with additional
input necessary to define career goals.

Define Relations role in assisting the manager and
area of career counseling. Relations counseling couia
include comment on frequently observed career paths, and the definiton and discussion of the "parallel" path concept.

Relations role

o

employee

-

in the

Training and Developmental Opportunities
cussion on:

-

This topic should contain dis-

Purpose of training and developmental opportunities - Included in the
purpose might be reason for offering technical or functional courses,
managerial courses, human relations courses, social attitude
v. courses, and practical skill courses (i. e. first aid, safe driving).

o

of training and developmental opportunities - Include inplant courses, local external educational opportunities, and
Company resident courses. These opportunities may be referenced
in general, the detail being narrated in an Educational Opportunities

Sources

o

Manual.

i

o
•

••

.

.

•

....

•;

Professional affiliations - State the organization's position in
sponsoring and/or fostering participation in technical and professional
societies, and what one should intend to receive as a condition of

membership.

Sr£~i^«s»
L

"

employee as an individual and

'‘
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Comp'a^'
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^ «» •“«* »« »* discussion of sue,,

General purpose

When and how

to

When and how

to involve a third

request and alternatives

other items which may be included

in

party

an exempt handbook are:

o

Equal Employment opportunity

o

Educational opportunities

o

Community involvement

o

Items of specific interest

to professional

-

Patents

-

Publishing

-

Professional society membership

in

employees

technical/professional publications

•R emoval fro mjhi^ll - This topic may be treated
in a varietv of ways with
a significantly different amount of emphasis. While
an organization mav
choose to define each type of removal from payroll (i.e.
LOW, resignation,
ermiration), mention should be made with regard to the
expectations of the
employee, the manager, and the Company. The key to receiving
information on this topic rests on communication. If being
removed, the employee
has a right to know of the action in advance. Poor performance
needs to
have been discussed and documented with the employee prior to removal.
Likewise the manager representing the needs of the* Company needs to
receive reasonable notice of an employee resignation.
•

;

>

It is

recommended

that the

handbook exclude the following items:

Benefits

Plant Facilities (offices, cafeteria,
vending machines, parking, etc.)

OlherRout^

clubs, credit union, expense account

procedures, etc.
1.

These items are primarily procedural in content
and do not reflect a
philosophy of employee, manager, or Company
rights.

Method

of Presentation

Various alternative methods of presenting an exempt
employee handbook may be employed. As sample methods the
tives are stated

following three alterna-

with appropriate pros and cons.

Make the entire handbook an instruction, providing uniform
distribution to both managers and employees.
Pros

-

Cons

- Brevity' in

Provides a uniformly communicated "legal" position on
the items covered, thereby reducing the possibility of
broad and varying interpretations.
an instruction risks the lack of adequate topic
coverage (supplemental instructions may be issued to

overcome
-

2.

this).

Overdetailed treatment inhibits employee understanding.

General handbook prepared for distribution to both managers and
employees (not an instruction). Specific policies and/or instructions
could be referenced.

Pros
•:

_•

Cons

3.

-

Provides a uniform communication to both managers and
••
....
..
employees..
•

•

-

Lack of foundation in specific policy opens topic areas to a
variety of conflicting interpretations.

Topic areas treated separately
handbook to employees.

in a

handbook

Pros - Allows more detail to be presented
when, and why of the subjects treated.
•

.

.

to

to

managers and a

managers on the

how,'

Cons - Can attitudinally separate employees and management, since
separate treatment might be construed as a two-faced approach.
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EXDjPT MEASUREMENT AND AUDIT PROGRAM
l.

need FOR a PROGRAM
In order to successfully achieve
the business objectives, plans and
goals of the organization, managers must
effectively interact with their
exempt employees. This lequires that all
managers, regardless of function
conduct generic relations activities in a fair
and efficient manner.
The
primary focus of these relations activities
is to attract, maintain
motivate and reward exempt employees. The
collective efforts of managers
in carrying out such responsibilities
represent the "relations health" of
the organization.

Employee Relations, as one of the functional components
of the
organization, supports and facilitates managers in their
relations activities.
T is is accomplished through a variety of policies, programs
and practices
all aimed at helping managers acquire, develop and
utilize the human
resources needed to achieve business objectives.
The generic relations efforts of managers and the specific activities
of Relations are conducted in a setting where the organization, its
human
resources and the environment are continually undergoing change.
Because
of this change, there is a high need for reliable and meaningful information
to develop and implement plans responsive to both the needs of the business
and the needs of its human resources.

An Exempt Measurement Program becomes a necessary tool for management
so that it can predict needs and future outcomes.
It also provides management with information to control the resources used in implementing plans
affecting or involving exempt employees so that the plans' objectives are,
in fact, achieved.
The specific purposes of an Exempt Measurement Program are three-fold:
1.

To assess the effectiveness of either managers or Employee Relations
in meeting needs involving exempt employees
.

v

By using a defined, systematic process to measure relations activities,
useful and timely data can be generated to enrich the decision-making
process.
In this way, decisions can be based more on facts and
-knowledge and less on intuition and guess-work.
A measurement program can provide data useful in planning and
implementation efforts. Such basic questions as the following
can be answered:
.......
•

--What in our relations activity is working--what
should be reinforced and continued?

'

8

••

.

effective and

--What isn't working as well as it should be--vhat needs correcting
or adjusting?

--What potential threats are there to implementing a particular
program, policy or practice?

i

,‘i

•

EX FMPT MEASUR EM ENT A ND AUDIT PROGRAM
Page 2
168

-What priorities and target dates of a relations implementation
plan should be re-set; what resources need to be allocated in
a different way if we are to successfully achieve the
objectives
of this relations plan?
•

2.

As an example of the above, a Division may be introducing a major
new policy affecting exempt employees such as a Lack-of-work policy.
Using an Exempt Measurement Program data can be collected from a
sample of employees and line managers. The data may reveal that
there have been some breakdowns in the communication of the Policy-employees don't know about it or don't understand it.
New target
dates may have to be set and resources allocated to provide
additional coaching of managers on communicating the policy.

To identify newly emerging or modified needs of Exempt emp loyees

.

An Exempt Measurement Program can generate data that will help
managers better understand the real wants, desires and needs of
their exempt employees.
Since these wants and needs are subject
to change and because the exempt population itself changes,
meaningful and timely data is necessary.
By having such data
decision-making can be improved and the organization's relations
activities are, where feasible, valid and relevant responses to
the needs of exempt employees.
As an illustration of this function of an Exempt Measurement
Program, periodic surveys of exempt employees may indicate that
employees want information on new work methods and processes so
Such a
that they can be more effective in doing their jobs.
survey may also demonstrate that the need for a se If -nomination
process has intensified and spread across the organization.

Another benefit of an Exempt Measurement Program is that it can
provide data useful in predicting future outcomes. Testing a new
program or policy on a sample of employees and then measuring
their reaction can produce data to predict the response of the
Obviously, the decisiontotal exempt population to the program.
such useful information
by
enhanced
is
process
making and planning
committed.
before resources are totally
3.

To provide meaningful data for communication to employees and
.''•••
managers
'

.

.

•

•

:

•

•

1

'•

'

•

•

••

••.

place
As relations programs, policies and practices are put into
is a
efforts
such
on
feedback
and utilized by exempt employees,
resources,
human
exempt
crucial step in the process of managing our
responsive has rar
Hard data that demonstrates the organization is
Providing
greater credibility than speculation or random opinion.
health" of the
such feedback helps to maintain the "relations
Communicating awareness of relations needs and
organization.
trust.
issues is a key building block for establishing

jbOTHPT
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In summary, an Exempt
Measurement Proernm P ff
rclatIons activities is
crucial tool of management.
As with inP !? urc "1c "
area of the business, it
P ro Crams in any other
can generate dit'n
'"'? 0503 of dc-cisionmaking, planning and
problem-solving
C
Having
ond control is a prime
X
Pre,,lCt
requisite of effective®
management
i

a

t:

^

^

elements of an exempt measurement
program

Mr —

In order to assess the effectiveness
nf rniaHo
anions activities affecting
exempt employees or to identifv miv'
,

to

• Definition of what relations
activities or factors are to be
measured
® Determination of the methods
or techniques to be used.
• Specification of when the
measurements are to be taken and by whom.

• Utilization of the data findings
to make decisions, to revise
plans
and to communicate to various
audiences.

EXAMPLES OF EXEMPT MEASUREMENT PROGRAM ELEMENTS
*
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"Relations Hea lth

1

'

-

Attractiveness to Join the Organization

Factors Measured

Method

Use

Job Application Rates/Types

Manual study

Identify best/vorst
sources

Internal employee referrals

Manual study

Assess employees
organization identification

Starting salary rates

Salary survey

Assess competitiveness

Occupational salary curves

Salary survey

Assess competitiveness/
salary trends

Community Attitudes Tovjard
Organization &. Employees

Telephone/mail
survey

Determine perceived
image

Reasons for rejecting job
offer

Interview/mail
survey

Evaluate recruiting
process

1

A

l'-

l:
.

.:-

l
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Factors Measured

Me thocl

Job satisfaction
l’ay & Benefits

Renin in

in tho

Use

Sample or 100/o
attitude surveys,
in er views or
polls
1

De vc 1 o pme n t / P i omo t i on s
N ture of V.’oilc

Identify relations
p r o b 1 orn

Needs
Assess adequacy of

I

Supervision
Physical Environment
Fairness in Treatment
Communication

resource.-;

Develop plans

»

Turnover rates

Manual study,
exit interviews

Identify controllable/
uncontrollable losses;
predict trends

Participation in education/
training programs

Manual study

Identify identity with
organization, need for
new programs

Losses due to theft

Manual study

Identify extent of
aliens tion

Scrap/reject rates

Manual study;
interviews with
line managers

Assess employee concern
for organizational
objectives

Relations Programs, Policies
& Practices

Surveys
interviews

Assess effectiveness,
credibility

Grievances /Complaints

Manual study;
interviews

Competency of managers
& Relations

•

Measuring "Relations Health"

-

Attractiveness of Reward Svstem

Factors Measured

Method

Use

Benefit plan participation

Manual study

Assess attractiveness
& new needs

Occupational salary rates
Salary plan participation

Salary study
Salary study

Assess attractiveness
& competitiveness

Manager-man informal
recognition

Observation;
interview

Wri tten media recogni tion

••••

•

:

Media analyses'

Identify manager
training needs

•

'
•

’

Identify needs
media coverage

"for
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and complex— such as an
organization and staff
section or it may be a relaLivrlv
i.... .. . ...

—

....

T
or practice!

he

6
-

l

foU ° WlnS
the

ira P lementati °n

i

5

P !'° n
^‘ an

TorV
^

h*
a

elabora, °
new business

••

;::,s

Zsi^

are
\llrll lde such
°* * relations program, policy

SOME HINTS ON USING THESE TOOLS
•

Elaborate, rigorous studies aren't always
necessary
small surveys can produce useful information.

c

Survey a sample of employees and managers who
are selected because they
are representative of the larger population
in terms of service, age,
sex, function. Avoid selecting someone because
he's a "good guy"
or'
^ y
because he'll "really rip it apart."

Quick, simple and

• Colfect your data by the most efficient and
economical means available.
Depending on the importance of what's being measured and where

you are
in the implementation phase, you may obtain the data by
a mail survey,
group completion survey or by interviews. Try to cover the
same ground
with each person you survey or interview.

•

Analyze your data from two viewpoints:

—What's

working and should be continued?
--What's ineffective and needs changing?

Too frequently, only the problems and mistakes are identified and
failure syndrome develops.

.

•

a

Analyze your data in terms of the demographic characteristics of the
respondents. You might find, as an example, that 857 of all surveyed
regard a new policy favorably.
By breaking down the responses along
demographic lines it could develop that a particular group (older
employees, or women, or those in engineering for example) reacted
unfavorably.
This helps pinpoint your action points and can be used
‘in reallocating resources in a meaningful way.
0

o

Use your data to support changes in priorities, target dates and plan
elements.
It's hard to argue against facts.
If there has been a
communication breakdown by line managers, as an example, talking from
a data base can minimize emotional issues.
Use the data to reenforce
those who are being effective-— in that way you increase the chances of
•the desired behavior being continued.
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(ORGAN IkATi ON'S NAME)

EMPLOYEE OPINION SURVEY
This opinion survey is being
conducted ns part of a continui
»g
eiiort to improve the work
environment here,
It provides you the
opportunity to express your opinion and
ideas about the recently
introduced
(name of Program/ Pol icy/ Practice)

Please give us your frank opinion,
whether favorable or unfavorabl e
T ere are no right or wrong answers,
only your personal opinion counts,
There is no need to sign your name as
this is a confidential and
anonymous survey.

Most of the questions are multiple choice.
You need only draw a
,
circle
around the number that is next, to the answer
which comes closest
to expressing now you, yourself,
feel.
There are opportunities to write
an answer in your own words.
.

Thank you for your cooperation.

(Signature)

this organization's

Prog raiuTPo 1 i c y / P r ac tic'e

(

nome of

)

(Circle one number)
1.

I

2.

I

3.
4.

I

Hov/

I

very informed.
am somewhat informed.
am not very informed.
am not informed at all.
iim

did you first learn about this

9

(name of Program/Policy/Practice)
1.
2.

It was discussed at

a meeting I attended.
My manager discussed it with me.

3.

I

4.
5.

I
I

read a description of it.
heard about it from other employees.
have not yet learned about it.

How clear an understanding do you have of the

pT—rr~v*
1.

2.

3.

4.
5.

(name of Program/Policy/

have a very clear understanding.
I have an adequate understanding.
I have only a slight understanding.
I have practically no understanding.
I do not know about it at all.

I

What do you feel is management's purpose in having this
?

(name of

Program/Policy/Practice)
1.

2.
3.

4.
5.

It meets a real business need.
They are trying to make things better for employees.
It's just window-dressing to fool employees.
They were pressured into it by high management.
I don't know management's purpose.

How important would you say this
(name of Program/Policy/Practice)
is to you personally?
1.
2.

3.

4.

Very important to me.
Somewhat important to me.
Not too important to me.'
Unimportant to me.
-

-

'"

In your own words, please comment briefly why you feel this way.'

EMPLOYEE OPINION SURVEY
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T°

"

y!lat

t

'

(name of
1

.

2

.

3.

4.
5.

X tCnt havc y° u P»rtfcip
a tcd in (on benefited
from)
1> i

ogr^/Po 1 i cy / P r a c

Tie)'

am participating and
receiving nuic.li
am P^i'Licipnting and receiving
f
some
I ain not participating
but believe it
I ecu not participating
and believe it
I have no need so far!
i

benefit,
benefit
could benefit, me.
could not benefi me

i

7.

In your own words
and weaknesses of

,

briefly comment on what you
feel are the strengths
(name of Program/Policy/Practice)

A.

Stren gths

B.

Weaknesses

1.

8

:

Any other comments you wish to make about
?

(name of Program/Policy/

Practice)

9.

In order to help us more effectively
analyze the results by groups of
employees, please give us the following
information— but please do not

Your sex:
long
worked for
'

How'

GE:

•

2.
3.

4.

Your job
category:
Your'
function:

*1.

.

Manager

Other:

:

•

Individual contributor

2.

6.

4.

"

Less than one year
One to 5 years
5 to 10 years
More than 10 years

5.

3.
......

Female

2.

Engineering
Manufacturing
Marketing
Finance
Relations

1.
2.

.

Male

1.

-

*

•

.........

.

.

•

•

(please indicate)

(ORGANIZATION'S NAME)
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MANAGER OPINION SURVEY
This opinion survey is being
conducted as part of a continuing
eilort to improve the work
environment here,
It provides you the
opportunity to express your opinion
and ideas about the recently
introduced
(name of Program/Policy/Practice)

Please give us your frank opinion,
whether favorable or unfavorabl e.
There are no right or wrong answers,
only your personal opinion counts,
There is no need to sign your name as
this is a confidential and
anonymous survey.

Most of the questions are mu ltiple choice.
You need only draw a
circle around the number that is next to
the answer which comes closest
to expressing how you, yourself,
feel.
There are opportunities to write
an answer in your own words.

Thank you for your cooperation.

(Signature)

I

i

M
*

manager opinion survey
l.

won

How

Informed do you^foel about
this organization

Prograin/Pol icy/ Practice)

176
s

(name of

(Circle one number)

2.

1

.

I

2

.

1

3.

I

4.

I

am
am
am
am

very informed.
somewhat informed.
not very informed.
not informed at all.

How did you first learn
about this

_

*7

___

(name of Program/Pol icy/
Practice)

1

It was discussed at a
meeting I attended.
My manager discussed it with
me.
I read a description
of it.
I heard about it from
other employees.

.

2.
3.

4.
5.

3.

?

I

have not yet learned about
it.

In what ways have you
communicated about
with your exempt employees 7
(name of Program/Policy/
Practice)
1

.

I

2

.

I

3.

I

4.

I

have
have
have
have

discussed it at a meeting.
discussed it on an individual basis.
provided a written description for reading.
not communicated about it.

4.
6.

If you have communicated about it,
briefly comment on exempt employee
reaction or response.

5.

How clear an understanding do you have of the
1

Practice)
1.

I

2.

I

3.

4.

5.

I
•

I
I

(name of Program/Pol icy

have a very clear understanding.
have an adequate understanding.
have only a slight understanding.
have practically no understanding.
do not know about it at all.

In your own words, briefly comment on what you feel is your role,
any, regarding the
(name of Program/Policy/Practice)

if

Vi.

oUKVfc,Y

In what ways can
Employee Relations help
you regarding the
?
ProgL am/ Policy/ Practice)
(name of

What do you feel

is

management's purpose in having
this

Program/Pol icy/Prac tice)
1

.

2

.

3.

A.
5.

(name of

It meets a real business
need.
They are trying to make
things better for employees
just window-dressing to
fool employees.
PreSSUred int
b
y high management.
?I don
donTk
t know management's
purpose.

Is

How important would you say this
is to you personally?
(name of Program/Policy/Practice)
1.

2.

3.
A.

Very important to me.
Somewhat important to me.
Not too important to me.
Unimportant to me.

In your own words

please comment briefly why you
feel this way

Thinking of your exempt employees, how
important to them would you
J
say is
rf

(name of Program/Policy/Practice)
1.

2.

3.

A.

Very important to me.
Somewhat important to me.
Not too important to me.
Unimportant to me.

In your own words,

please comment briefly why you feel this

way.'

Briefly describe the extent your exempt employees have participated
in or used
•,••••
•-(name of Program/Policy/Practice)
'

manager opinion survey
12.
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In your own words
brfr.fl™ comment
on what you foci
and weaknesses of*
are the strength:
(name of
Frogram/Policy/Practice')
*

S

B.

13.

trengt hs

Weaknesses

In order to help us
more e
C
y analy
thc resu ts by groups of
employees, please give us “:
the following in£onnation--but
sign your name.
please do not

“Tf

Your sex:

1.

Make

How long
worked for

1.

Less than one year
One to 5 years
5 to 10 years
More than 10 years

GE:

2.

3.

4.

Number years
as manager:

Female

2.

3.

Less than one year
One to 5 years
5 to 10 years

4.

tiv
More
*w

1.
2.

tharkt in
xv/
1

c. * *

THANK YOU FOR YOUR COOPERATION

-

-

j

va

j.

o

^-

appendix

d

SURVEY QUESTIONNAIRES

FOR COMPANY A AND UNIVERSITY X
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COMPANY A
CORPORATE EMPLOYEE RELATIONS
Exempt
Practices Survey

*

VouVntmeVas*

bVen\s"

* * * * * * * * * * *
* * * * * * * * * *
* * *
C ° mpUter sa ™Pl»ng
techniques to participate

L^eVuting" randol

in a

^

survey of exempt employees
located at
survey is part of a
Com
A
The*
continL^^porate
PT °* tlkm t0 help id «tify how
our employees feel about
various aspect/ oT
iob .
TX
their careers a ‘ Company
We are interested in your frank and hn
*
A.
*
lbased
»„ your own experiences,
Your completed que,tLn„ai«
C ° rp0rat -Headquarters where
data will be combined with
the
^
the resnonseVof all>
employees m the survey for analysis
poses. No one in your comoonent'viii
pur113 * 01
data results f»m the
survey will be presented to
/’
management^ the
th^Co
Cor P ora te, Croup and operating levels,
Please do not sign your name
We are
ln ldentlf in individual
only overall groupings. The
Y g
responses-questionnaire do T
inf ° rmaiion ab out yourself
such as age, length of service
level
111
<
information will be used solely for analy*
tical purposes
as for mstan-e t
\
’

-

.

’

.

those of

Lge;

service

^

yow r ti cipati onf
St:******##.).

appr e c ia te

*.

How

1.

long have you been an emoloyec
of

.

"

.

!

Ten years but less than 20 years
20 or more years
2.

My

sex

,

i-i

q
n

Is

j

j-j

D

1

is,

Less than 6 months
7-18 months
.

19

5. Please indicate

5

1

2

4
5

your current position

.

level.

12.
1

2

3

4
'

d

Foreman
7.

1

2

Manager or Supervisor

8

.

.

.

.

.

Please indicate your current functional

13.

work

c

0

2

During the past year would you say relationships between management and employees here
have been getting better, getting worse, or have
stayed about the same?

How do

you

j

3

q4

about tne efforts of the
tram and upgrade people
from minority groups?

Company

0
02
03
04
05

r-

.

3

assignment.

Manufacturing
Engineering
Marketing
Finance
Relations and other (Legal,

.

.

Getting better
Getting worse
Stayed about the same
I don’t know

Please indicate your work status.
Individual Contributor

5 years

feeling about

Employees are almost always treated fairly
by management
Employees are usually treated fairly by
management
Employees are usually not treated fairly
by management
Employees are hardly ever treated fairly
by management ....

3

Level 6 or below
Level 7 through 9
Level 10 through 12
Level 13 or above

~

than 3 years

management’s treatment of
exempt employees here is:

4

Two

6

More than

My

3

n

less

r->

.

.

months but

5

in

3-5 years

Please indicate your educational status.
college - no degree
year college degree
Four year college degree
Advanced degree

same

(at the

Q
your present job
doing the same type of

level)?

1

Some

long have you been

work

2

less

4

assignment — that

whether you are a member of
the following minority groups.

Black
YY".'.\'.'.Y.\V.V.
Oriental
Spanish surnamed American

0
02

ca
5

«

How

High school graduate or

!!!!

^

Not a member of a minority group
American Indian ....

4.

age.

55 or over

3. Please indicate

•

.

I

2

one of

^ -ry much

’

-

n4

'

US

.

is:

Male
Female

8ervice emplo * ces with

.*******••******************
0
n
*• nease
indicate your presen:
24 or under

Company A?

Less than one year
One year but less than f 'e years'
Five years but less than ten vears

^^
°£

employe. ^

feel

to hire,

1

.'

etc.)

Please indicate the nature of your work.

Technical (Engineer, Scientist, Designer, etc.) ...
Non-Technical (Administrative, Sales, etc )

The
is

I

2

more

needed

The efforts to date have been about right
The efforts to date have resulted in a little too
much emphasis being put in this area

I

0

eftorts to date have been good, but

I

don’t believe that any special efforts should
be put forth in this area
don’t know of any such efforts being made ....

0
Q2
03
|

04
05

Mow do

14.

you

rate your total
benefits Program
(Insurance, Medical,
Pension, etc.)?

23.

Very good

Good
Fair

2

3
5

do you

rate this

company

i„ providing

like yourself?

Very good

Good

Li

Poor
Very poor

3

at

Very

4

f d a/e
V ° U With y° ur opportunity
w
i!
u
better
job
in this Company?

moJ

Dissatisfied
’

'

Very

think about the

25.

g*

'

dissatisfied

when you

almost always frank and honest
usually frank and honest
usually not frank and honesV
hardly ever frank and honest

is

.

is

is

.

n
n

1

I
I

I

1

9
g

dissatisfied

How much

am almost always treated fairly
am usually treated fairly
am usually not treated fairly
am hardly ever treated fairly

.

!

9 !!!!!!!

likelihood

'

’

4
I

haven t had occasion to discuss problems
or
complaints with my manager or supervisor

19. Sufficient effort

is

made

pi

pi

is

there that

Q|

I’ll

leave

co

in the

1

Overall,

26.

3

3

j-j

expect to leave c o. in the next 12 months,
but not for another job (for some other
reason such as retirement, being needed

home,

4

gj

etc.)

How

do you

feel about the way layoffs or
reductions in force are handled for exempt

employees like yourself?
Almost always handled

4
5

fairly

j

Usually handled fairly
Usually not handled fairly

to get the opinions

I

....

how good

9

j

Agree
Neither agree nor disagree
Disagree
Strongly disagree

!

next

qj
D3

and thinking of people who work here.
Strongly agree

*

you will leave
company A because of dissatisfaction
with

at
‘

\
J

jrj

*

very likely that
12 months

discuss problems or complaints
with
your manager or supervisor, how fairly
are you
3
treated?

I

'

satisfied

It is

3

When you

I

rate

Company
^
y A0

co.

7

.

18.

how would you

1

is

^

your job or the Company to take
another 10b
within the next 12 months?
There is hardly any chance that I’ll
leaveComnanv
for another job in the next
2 months ......
There is a small chance that I’ll leave
co
Cl 2
There is a fair chance that I’ll leave

way manage-

ment communicates with employees
here, which
statement most closely fits your
opinion?

Management
Management
Management
Management

9

Dissatisfied
1

Neither satisfied nor dissatisfied
’

^

Neither satisfied nor dissatisfied

_
’

9
U2

Satisfied

satisfied

17. Overall,

24. Considering everything,
your ovcral, sattafaetton
at the present time?

Very

Satisfied

Very

I

I

2

Il7J
to get a

‘

181

wh.cl, encourages

as well as

4

Fair

16

w ay

'

4

job security for people

do my job

can ,n order to
help ensure that we
put out a high quality
competitively priced product
or service
Uo you agree or disagree?
Definitely agree
Inclined to agree
Inclined to disagree.
...
Definitely disagree

I

Poor
Very poor

How

15.

,
try to

27.

don’t

My job

know

makes good use of my skills and
Do you agree or disagree?

abilities.
.

.

n

Strongly agree

.

Agree

job do you feel is being
done by your immediate manager/supervisor?
a

Neither agree nor disagree
Disagree

Very good

.

Strongly disagree

Good
Fair

Poor
Very poor
21

.

My work

28.

gives

me

a feeling

My
My
My

of personal

Strongly agree

.

j

Agree
Neither agree nor disagree

2

Disagree

4

Strongly disagree

5

How

do you

3

about the way promotions and
upgrades for employees like yourself are handled
feel

here?

Almost always handled

fairly

Usually handled fairly
Usually not handled fairly
Hardly ever handled fairly
I

don’t

best describes your

opinion of your present pay?

accomplishment.

22

Which of the following

know

1

2
3

4
5

pay
pay
pay

high for the work

I do
about right for the work do
is low for the work
do, but 1 am not
seriously concerned about it
My pay is low for the work 1 do and 1 am
seriously concerned about it
I don’t know whether my pay is right for the

is

is

work Ido

1

l

2

I

3

4
5

A

29

.

In comparison with
people in similar jobs in
other companies feel
my pay
I

Much

31.

is:

higher

Slightly higher

!!!!!.[]’

1

02

About

the same ...
Slightly lower

Much lower
30.

0

How

long ago did
increase?

you

receive

your

n
hC laSl timC ynUr salary
W3 ‘ "v.cwed 182
with
wUh vouVv
you by vyour manager
(whether or not you
received an increase)?
I

h ^e not been with

5

Between 12 and 18 months ago
More than 18 months ago
ve been here more than
a year

last salary

1

had such

have never received an
increase here
Within the past 12 months
I

Between 12 and 18 months ago
Between 18 and 24 months ago
Over 24 months ago

my manager

to have a salary review
Within the past 12 months

32.

1
‘

.'

.

review

.

.

.

.

How do you

,
.

and have not

,

about the way salary
decisions
for employees like yourself
are handled here?
Almost always handled fairly
...
Usually handled fairly
Usually not handled fairly
Hardly ever handled fairly
I

don’t

feel

n
Hi
H\
Hi
,

know

33. Has the most
influence over

34. Has the least
influence over

his decisions?

his decisions?

(mark only one)

Your

Hi
H
H4
5

n
H
Ht
Ha
q^

.

a

long enough

(mark only one)

position in the salary range

Market price for comparable work
Length of time since last increase

Your time

in this position

Your growth

potential

Your performance

in

your job

_
_

Higher management edicts
Salary budget

ce
°

ntten or unwritten, has or has not been adequately
communicated to exempt employees
there a written
policy in place?

Is

1

2

Communication
of existing policy
3

is

1

2

Adequate

Inadequate

Don’t

POLICY SUBJECT:

Yes

No

Know

Layoffs

35

Promotion

37

Complaint Procedures

39

Career Planning/Counseling

41

42

44

36
38
...

40

Self-Nomination for Promotional
consideration

43

Transfer/ Relocation

45

46

Performance Appraisal

47

48

Dealing with marginal performance

49

50

Disciplinary situations and penalties

51

52

Equal Employment Opportunity

53

54

Exempt Salary administration

55

56

6
7
8

How do you

rate the following aspects of

your current

183

job
This

aspfcct

is:

5

Excellent

*7.

Your understanding of what
from you in your job.

'8-

Your knowledge of promotional opportunities
open

is

Adequate

Somewhat

Seriously

No

Inadequate

Inadequate

Opinion

expected

to you.

9.

Your opportunity

'0.

Assistance provided to you by your manager
in working toward your career objectives.

1.

Explanation of why you were passed over for
promotion.

2.

Information on the state of the business
provided to you. (goals, objectives,
problems, etc.).

3.

Availability of information or decisions
need to do your job effectively.

to nominate yourself for
consideration for specific opportunities.

you

4.

An

5.

Your opportunity

5.

Discussions with your manager of your job

acceptable procedure for the resolution
of a problem or complaint that you have.
to increase or expand job
related skill or knowledge.

performance.
7.

Discussion of your salary and/or increases

with your manager.

when you

3.

Orientation or coaching
new assignment.

).

Opportunity to exercise personal responsibility
in your job.

).

(•o

enter a

Overtime pay practices and provisions.

you wish

to add any

comments?

l

hank you:

r'KUtr.bSIONAL

EMPLOYEES

*******

lot*

techniques to perticipst.
to .
* p 0 J ec ‘ “> he
‘P identity how Unlv.rsiw
5
i0bS *" d
a. the
f

X

professional employees
feel about various
University as compared
to a unit of
profes’io
d l " VOUr tr* 0k
*»»«t answer,

—

^

«««.

i
based

W * «•

Please do not sign your
name We a™ „ p
only overail groupings.
i
id
tyi,,g
The questionnaire
responses^do.,‘a!k"„?c e r"ta
"'i
as a S e length of
ain
xn ^ orrna ^ on about
service, etc
yourself
This infn
1
Poses as part of a study of
to
personnel
«

prac.c^He:

C
1d
apprIc°iate you r

p^p^on^

qUCStionnaire

*>•

^^

very helpful

P-

*

to us,

and we very much

Thanks

*****************************
1.

How

long have you been an
employee
of the University?

Less than one year
One year but less than

7.

sex

Please indicate your current
functional

work assignment.
j~j

^

years--- tU 2
Five years but less than ten
years-- Lj 3
Ten years but less than 20 years--(T 4
20 or more years
5

My

*************++** *******

Administrator
Faculty
Non-teaching Professional--

five

8

Please indicate the nature

of

G
—
— -Q3
---

Ll2

your work.

is:

Technical (Engineer. Scientist.
Faculty, etc.

Male
2

Please indicate whether you are a
member of one of the following
minority groups.

Not a

member

of a

minority group--

9.

~j

American Indian
Black
Oriental
Spanish Surnamed American

l

—
—

4

C

5 10.

[fl

l

Q

2

Q

3

3

Please indicate your educational
status.

High school graduate or less
Some college - no degree
Two year college degree
Four year college degreeAdvanced degree

~

— L.2
Ill
!

—

5

11 .

3

2

Li 3

— uU4
5

How long have you been in your present
job assignment- -that is, doing the same
type of work (at the same level)?
Less than 6 months
7-18 months
19 months but less than three
years
3-5 years
More than 5 years

[~ 4

j

Please indicate your present age.
24 or under25-34
35-44
45-5455 or over--

2

-

•

)

Non-Technical (Administrative,
Purchasing, etc.)

1

F emale-

1

,
r

2

G3
4
a
—
I

*

L-l

c
3

My feeling about administration's
treatment of professional employees
here is:
Employees are almost always
treated fairly by admin.

!

1

Employees are usually treated
fairly by administration

Employees are usually

}

2

not

treated fairly by admin.

_j 3

Employees are hardly ever treated
fairly by administration

4

12 .

During the past year would
you say
relationships between administration
and employees have been
getting
better, getting worse, or
have stayed

.

the

Administration is usually
not frank and honestAdministration is hardly
* ver frank and hone ta

same ?

185

n

1

2

Getting better
Getting worse

[~ll

Stayed about the sameI

13 .

don't

How

[4

|

When you discuss problems or
commanager or department head, how fairly are you
treated?
plaints with your

—

know

do you feel about the efforts

18 .

Hj2
Cj3

I

the University to hire, train
and upgrade people from minority

I
I

groups?

I

The
The

more

is

efforts to

I

needed
date have been about

1

right--

2

The

efforts to date have resulted in
a little too much emphasis being
put in this area

I

I

14 .

19 .

[T

3

made

T

f

1

|

f

2

Sufficient effort is made to get the
opinions and thinking of people who
work here.

n

20 .
l

2

1

2
t

3

i

4

j

—

1

i

Fair

4

[

5

Neither agree nor disagree
Disagree
Strongly disagree

do you rate your total benefits
program (Insurance, Medical, Pen-

Very goodGood-

3

f j“

I

haven't had occasion to discuss problems or complaints
with my manager or dept,

Agree

How

5

\

Overall, how good a job do you
feel is being done by your immediate manager/dept, head?

IIP

Poor
Very Poor

How

usually treated fairly
not treated fairly
hardly ever treated

Strongly agree-

p] 5

sion, etc.)?

15 .

am
am
am

head

don’t believe that any special efforts
should be put forth in this area
Hi 4
don't know of any such efforts

being

almost always treated

fair iy

efforts to date have been good,

but

am

of

4

Q

Very good
Good

5

•D

Fair

do you rate the university in pro-

Poor

viding job security for people like

v

1

o
II

2
3

cry ruur

yourself?
21 .

Very goodGood
Fair

Poor
Very Poor
16 .

q
- q
-P
- P
- D
-

gives me a feeling of personal accomplishment.

3

Strongly agree

4

Agree

5

Neither Agree

111
ncr

Disagree

Strongly Disagree

22 .

d
a

a

nj

1

j

3

'I

4

4

1

a

5

How do you feel about the way promotions and upgrades for employees
like yourself have been handled?

2
3

Almost always handled

4

Usually handled fairly
Usually not handled fairly
Hardly ever handled fairly
I

|

1

Disagree

Overall, when you think ahout the way
administration communicates with
employees here, which statement
most closely fits your opinion?

Administration is almost always
frank and honest
Administration is usually frank
and honest

My work

2

How Satisfied are you with your opportunity to get a better job at the university?
Very satisfied
Satisfied
Neither satisfied nor dissatisfied
Very dissatisfied

17 .

1

l

2

don't

know

fairly

r-4

1

1—1

2

-

1
j

3

4
j— 5
1

-3I am treated
in a way which
encourages
me to try to do my job as well
as
can

23.

28

I

—

-

ycur opinion of your
present pay?

product or service.
disagree ?

My
My

priced
Do you agree or

pay
pay

work

rn
c:2

Considering everything, how would
you
rate your overall satisfaction
of the

I

or

satisfied
Satisfied

Neither satisfied nor dissatisfied

know whether my pay
right for the work I
do--

pay

LI 4

26.

Much lower
How long ago

I

27.

don't

My

____

know

Ll3.

Q

a

32.

^3
14
ds

3.

or department head (whether
received an increase)?

.

L

I

CH

2

P

2

CT

4

Q

5

.

"

bddo

d

How do you feel about the way salary
decisions for professionals like your
self are handled here?

I

—

*

,'j

s
or not y g

have not been with my manager or
department head long enough
to have a salary review
Within the past 12 months
Between 12 and 18 months ago
More than 18 months ago
I've been here more than a year and
have not had such a review

fairly

Usually handled fairly
Usually not handled fairly
Hardly ever handled fairly

disagree?

Nei her agree nor disagree
Disagree
Strongly disagree

on
-

When was the last time your salary
was reviewed with you by your manao

Almost always handled

makes good use of my skills
and abilities. Do you agree or

Agree

______
did you receive your

I

job

Strongly agree

nrnan

have never received an increase
here
Within the last 12 months
Between 12 and 18 months ago-Between 18 and 24 months ago
Over 24 months ago

2

How do you feel about the way
terminations are handled for
employees like yourself?
Usually handled fairly---Usually not handled fairly
Hardly ever handled fairly

is:

I

Qs

fairly

in simila,
feel my

last salary increase?

)

Almost always handled

I

a

Slightly higher
About the same
Slightly lower

30.

is hardly any chance that I'll
leave the university for another
job in the next 12 months
There is a small chance that I'll
leave the university
There is a fair chance that I'll
leave the university
It is very likely that I'll leave the
university in the next 12 months
I expect to leave the university in the
next 12 months but not for another
job (for some other reason such
as retirement, being needed at

etc.

d

is

Much higher

.5

There

home,

no

"

don't

jobs in other institutions

•C3

How much likelihood is there that you
will leave the university because
of
dissatisfaction with your job or the
university to take another job within
the next 12 months?

I

is

comparison with people

H2

Dissatisfied
Very dissatisfied

pay

:

high for the work
Ido-.
about right for the

———

3

04

Very

i»
is

do
low for the work I
do,
but I am not seriously
concerned about it—
_
My pay is low for the work
I do
and I am seriously
concerned
about it

My

university at the present time?

25.

De9t descri

in order to help ensure
that we put out
a high quality, competitively

Definitely agree
Inc lined to agree
Inclined to disagree
Definitely disagree
24.

186

—

don't

know

flnnaa

-4-

33-34.

The following

187
is a listing of

factors which profc csional
employees moat
often identity as having an
influence on their pay increases.
Baaed on your
most recent appraisal or salary discussion
with your manager or department
head, which of these factors:

33.

Has the most

34. IIa 3 the least

influence over

influence over

his decisions?

his decisions?

(mark only one)

#

(mark only one)

Your position

in the salary
range
Market price for comparable

j

'

'

work

2

Length of time since last
increase
Your time in this position
Your growth potential
Your performance in your

2

2

"

3

4
"

J° b

~

.

Higher management edicts
Salary budget

25-56.

1

;
"

~

5

5

6

6

7

7

y

8

For each of the eleven policy subjects below, please indicate
if, so far as you
know, there is a written policy in place at your location for
professional employees.
In addition, please indicate whether you feel the existing
policy, whether written
or unwritten, has or has not been adequately communicated to
professional
employees.
-

there a written
policy in place

Is

1

Yes

2

3

No

Don't

Know

Communication
of existing policy is
1

Adequate

POLICY SUBJECT:
Layoffs

35
37
39
41
43

36
38
40
42

Transfer /Relocation
Performance Appraisal
Dealing with marginal perfonrancE

45
47
49

46

Disciplinary

51

Promotion
Complaint Procedures
Career Planning /Counseling
Self-Nomination for Promo-

44

tional consideration

& penalties
Equal Employment Opportunity
Professional salary adiiristiaixn
sitLEhms

53

55

48
50
52

54
56

2

Inadequate

5-

188

How

do you rate the
follow! ng aspects
of /our current
University job?
This aspect

Excellent
57.

Your understanding
CXPeCted
job

fr °

m

Adequate

is?

Somewhat Seriously
rnademate

Nt>

Inadequate Opinion

of what
/OU in y ° Ur

58.

Your knowled ge of
promotional
opportunities open to
you.

59.

Your opportunity to
nominate
yourself for consideration
for
specific opportunities.

.

Assistance provided to
you by
your manager or
department
bead
working toward your
career objectives.

m

61.

62.

Explanation of why OU were
y
passed over for promotion.
Information on the state of
the business provided
to you
(goals, objectives,

problems

etc.

).

63.

Availability of information
or
decisions you need to do
your
job effectively.

64.

An acceptable procedure

65.

Your opportunity to increase
or expand job related skill
or knowledge.

66.

Discussion with your manager
or department head of your
job performance.

67.

Discussion of your salary and./
or increases with your manager
or department head.

68.

for
the resolution of a
problem
or complaint that you have.

Orientation or coaching when

you enter a new assignment.
69.

Opportunity

to

exercise perso-

nal responsibility in your job.
70.

Overtime pay practices and
provision.

Do you wish

to

add any comments?

Thank Y ou
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EXCERPT FROM BALYEAT STUDY
i-a. ctors Affectin g the Acquisition and
D
Retention of College Faculty Final Repor t

Ralph

- SCr±Pt0r -

'

E.

Balyeat

"

1
FaCUUy; Fri " Se Bana£lts Higher
8
.
hducation. Job s'S'?
Education^'
Satisfaction, Need Gratification:
°
Occupational
CCUpatl0nal
Mobility, Personnel Policy, Teacher
Motivation.

Employment satisfaction and dissatisfactions,
with the accompanying
levels of faculty morale and motivation,
may be classified into two
groups:

those derived from the basic salary,
and those derived from

factors, practices and conditions not
related to the salary, or so-called

fringe benefits.

This study was designed to identify and
to quantita-

tively evaluate the importance of fringe benefit
policies and practices
as well as other factors from which faculty
members could derive satis-

faction.

The majority of faculty turnover was found to
result from a

cumulative dissatisfaction with general administrative policies
and
practices relating to facilities and faculty personnel policies
that
do not meet faculty needs, rather than from offers of more desirable

positions.

The study also revealed 57 factors relating to the institu-

tional environment that could provide a high motivational influence

upon a faculty member to either remain at his college or seek employment elsewhere, many of which could be implemented by an institution

without substantial out of pocket cost.

Among other things, each

191

institution should employ an
administrator who Is well
qualified in
the field of employee
relations to formulate
faculty personnel policies
designed to provide optimum
faculty satisfaction. The
report
contains

t f3t ive

recommendations.

tables * 3
1-fat- ° f i o
a i±St
12 conclusions, and
another of five
.

-i

(WM)

In all, over 80 factors
were suggested by interviewed
faculty as
sources of satisfaction or
dissatisfaction to them. Faculty
members

identifying sucn factors were
requested to rank each as to the
degree
of satisfaction they derived
or felt they would derive
from the factor
as well as the degree of
importance they placed on the
stipulated factor.

Factors Relating to the
Acquisition and Retention of Faculty

Summary
This research was designed to identify
and to quantitatively

evaluate factors which provide
satisfactions/dissatisfactions to university
faculties.

It also provides quantitative data
as to the motivational

influence of each of the 57 identified factors.

The motivational

influence is the influence upon a staff member’s
propensity to continue
his current position or to seek a change to some
other employment

environment

Human behavior never occurs by chance, it is always caused by
the combined influence of the various stimuli (influence factors)

which motivate an individual.

The motivational influence (MI) of these

factors results from two considerations:

(1)

the degree of satisfaction/

dissatisfaction an individual derives or believes he would derive from
the factor,

and (2) the relative importance of that factor to him.

The

192

MI values derived In this
study for each factor are
compiled by muUi plylng
the designated
satisfaction/dissatisfaction evaluations
by the instance
of that factor to the
respondent. The mean motivational
influence MI
is the mean of all such
products.
It

is concluded that there
are a large number of factors
comprising

the university or college
environment which provide a high
motivational

influence upon a faculty member
to either remain in his
institution
or seek employment elsewhere.
The determinants in such
decisions are
the degree of satisfaction or
dissatisfaction which he derives from
that factor together with its
importance to him. The highest degrees
of importance placed upon a factor
are by those persons somewhat
satisfied
or somewhat dissatisfied placing
a significantly lower value
upon the

factor.

There is a very high degree of consistency
among various sub-

groups concerning both satisfactions and
importance of identified factors.
It was further concluded that many
of the factors could be im-

plemented without substantial out of pocket
cost; faculty turnover could
be substantially reduced by an administration
placing a greater emphasis
on faculty desires and value when administrative
policies and practices

relating to facilities, general administrative policies,
and faculty
personnel policies, are being considered; and the vast majority
of faculty
turnover results from cumulative dissatisfactions stemming from policies
and practices which do not meet the needs of faculty.
It was recommended that every major university or college should

follow the precedent set by business and industry and have an administrator,
well qualified in the field of Employee Relations, preferably carrying
the title of Vice President of Faculty Relations and reporting directly

Summary (cont

'd)

to the President

.

The function of this
administrator would be to

audit the policies and practices
of the institution to
determine
their motivational influence
insofar as creating desirable
faculty

attitudes and actions are concerned.
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